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SUMMARY

1. The teacher turnover in Idaho for the 1966-67 school year
was 16.5 percent of the entire teaching force of 7,977
full-time professionally certificated personnel. The
turnover accounted for 1313 certificated personnel who
resigned their positions--the greatest number reported
in Idaho since 1963. The increase in teacher mobility
was apparently due to Idaho teachers receiving one of
the smallest average salary increases in several years.

2. This study was based on the usable responses of 63.5
percent of all teachers who resigned their positions at
the end of the 1966-67 school year. By means of a ques-
tionnaire this study sought the reasons for resignations
of 1055 teachers, with 835 usable questionnaires utilized
in this study, or 79.5 percent of the polled group.

3. There were statistically significant differences in the
reasons reported by the male and female teachers for
leaving their 1966-67 positions. These differences
were not apparent When all responses were analyzed as
a engle group but became apparent through sub-group
analysis.

4. Male teachers who resigned their 1966-67 Idaho positions
did so mainly for economic reasons. Female teachers were
apparently more influenced by personal and family fac-
tors: such as personal reasons, spouse's moving, and
salary insufficient.

5. Respondents leaving Idaho indicated that economic fac-
tors played the major role in influencing their deci-
sions to resign their 1966-67 positions.

6. Forty-nine percent of all respondents remained in Idaho,
while 46 percent left the state. In proportion, a
greater number of males left Idaho than females.

7. An information system that can be utilized by any state
has been prepared and field tested. Included in the
system are: (1) a model questionnaire; (2) a critique
of the questionnaire; (3) computer programs, write-ups
and flow charts; and (4) examples of output data gen-
erated by the computer. By adapting the lead items on
the questionnaire, a uniform reporting system to deter-
mine teacher mobility is available.



CHAPTER 1

INTRODUCTION

I. BACKGROUND, PURPOSE, AND NEED

Background

Teacher mobility has been and will remain a chronic

problem facing school administrators. The extent of staff

mobility not only affects local school districts but appears

to have far reaching effects on the total statewide educa-

tion system. Thus, various investigations have been con-

ducted to determine apparent implications from such

occupational movement. If one is to study apparent reasons

for mobility or turnover, a uniform information system must

be established to provide comparative data between and among

local school districts and states. To design such a system

is, in part, an objective of this study.

Mobility is certainly not a recent phenomenon asso-

ciated with school personnel management. Reports of super-

intendents to the U.S. Commissioner of Education during the

late nineteenth century were critical of persons who used

teaching as a stepping stone to other occupations. However,

standards for those entering the teaching field were very

low and teacher supply was rather plentiful; therefore,

though turnover was an administrative inconvenience, it was

probably not perceived as the perplexing problem that it is

today. As educational employment and social conditions

gradually changed, a teacher "shortage" developed. In 1907 a

speaker at the forty-fifth annual convention of the National

Education Association listed three reasons for teacher turn-

over: (1) marriage, (2) lack of tenure, and (3) politics.1

A cliche often used to describe the itinerant characteristic

of teachers was that "teaching was not a profession, but a

progression."

As teacher turnover2 began to be studied systemati-

cally, various individuals and organizations desired to

'National Education Association, Research Division,

Some Why's and Wherefores of Teacher Tdrnover, Research Memo

060-24 (Washington, D.C.: National Education Association,

August, 1960), p. 2.

2In this study, teacher turnover and teacher mobil-

ity are synonyms.



determine the magnitude and reasons which were given by
teachers for leaving their positions. A serious concern
prompted the Idaho Education Association (IEA) to conduct a
survey of 1954-55 Idaho teachers who did not return to their
positions during the 1955-56 school year. Reasons were

sought for a teacher turnover which amountgd to 20 percent
of the 1954-55 total Idaho teaching corps.L The following
summarizes the IEA's 1955 study. Data, collected by means

of a questionnaire sent to 986 turnover teachers of whom
808 responded, indicated that in 1955:

I. TWo hundred sixteen teachers moved to other
Idaho schools, 233 accepted teaching positions in
other states, and 359 left the profession.

2. Of the 592 teachers leaving Idaho and/or the
profession, 368, or 62.16 percent held a bachelor's
degree or beyond. Of the 216 teachers transferring
to other Idaho schools, 118, or 54.63 percent held a
bachelor's degree or beyond.

3. Three hundred fifty-nine, or about 45 percent,
of the 808 respondents had from three to ten years of

teaching experience.

4. Of the teachers leaving their positions,
approximately 60 percent were men, 40 percent were
women.

5. Calculated over the period of time remaining
to teach for a career teacher, the salary advantage
gained by the average teacher moving to another state
to teach ranged from $20,000 to over $30,000.

6. Considering this salary differential, the
teacher turnover study committee WAS surprised that
there had not been a greater migration.2

In 1959, as a follow-up to the IEA's survey, the
College of Education at Idaho State University, in coopers-
ation with the Idaho Education Association, undertook a
study:

. . to identify those factors which had the greatest
influence in teacher turnover for the State of Idaho
during the 1958-59 school year. It was felt that the
identification of such factors would be a valuable aid

1"The Teacher Turnover Survey," The Idaho Education
News, May, 1956, p. 1.

2Ibid., pp. 1-3.



to school administrators in their efforts to promote
teacher satisfaction and retention.'

A comprehensive forced response questionnaire was

designed under Judd's supervision and sent to all teachers
wbo changed positions following the 1958-59 school year. Of

the twenty factors identified most often by the respondents

as being responsible for their decisions to resign their
positions, the four vimary and most influential factors

were concerned with inadequate salaries. Next in impor-

tance were factors regarding poor working conditions and

lack of teaching materials. RepU2s often reflected frus-
tration due to excessive class size, inadequate community
support, or a perceived dichotomy between educational
theory and school practices. Other factors influencing
turnover were dissatisfaction with the administration and

personal or family plans which necessitated a change of

position.2

The Judd-Adamson study revealed that teacher turn-

over for the school year 1958-59 was 18.27 percent of the

total Idaho teaching force of 5,920. The percentage
reported was slightly less than that indicated by the 1954-

55 survey. Although the percent of teachers leaving their
positions was less in 1959 than in 1955, the actual number
increased from 986 to 1,081 due to a greater number of
teachers employed in Idaho schools. Nearly one-fourth of
the teachers who resigned from their 1958-59 positions left

the state, with the largest number accepting positions in

Washington, Oregon, California, and Utah, respectively.3

A follow-up investigation for the 1960-61 school

year was completed for the same purpose as the 1958-59

inquiry: i.e., ". . . to identify those factors which have

the greatest,influence on teacher turnover in the State of

Idaho." Judd and Fugate used the same questionnaire in the

1960-61 study as was used in the 1958-59 study. The investi-

gators concluded that economic factors and working condi-

tions were even more influential factors leading to turnover
in 1960-61 than had been determined in 1958-59. However,

dissatisfaction with administration and factors pertaining

1Arthur C. Judd and Harley K. Adamson, Teacher Tdrn-

over in Idaho, A report of a study conducted by the College

of Education, Idaho State University, at the request of the
Idaho Education Association (Pocatello, August, 1960), p. 1.

(Mbltilithed.)

2Ibid., pp. 16-17.

3Ibid., p. 2; and Harley Kirk Adamson, "An Analysis

of the Tigair Turnover Problem in Idaho, 1958-59" (unpub-
lished Master's thesis, Department of Education, Idaho State
University, Pocatello, 1960).

-4-



to personal or family plans appeared to be less influential
in causing teachers to change positions.'

The percentage of teacher turnover in Idaho as deter-
mined by the 1960-61 study was 15.48 percent of the total
Idaho teaching force of 6,930. This was a decrease of 2.79
percent from the 1958-59 turnover. There was also a slight
decrease in the number of teachers leaving their positions.
In 1960-61, 1,066 teachers changed positions as compared to
the 1958-59 turnover of 1,081. Approximately one-third
(32.77 percent) of the 1960-61 turnover teachers left Idaho.
Again, as in 1958-59, the largest numbers moved to Washing-
ton, Oregon, California, and Utah, in that order.2

In September, 1963, Elmer S. Crowley, former Execu-
tive Secretary of the Idaho Education Association, wrote to
Idaho's Governor, then Robert E. Smylie, asking! for a state-
wide study of public education. In his request, Crowley
reported that incomplete returns from the 104 high school
operating districts indicated that more than 1,177 teachers
had left their 1962-63 teaching positions. Mir. Crowley
stated that even though the returns were incomplete, they
indicated that Idaho's turnover was double the national
average. He also pointed out that of the 104 superintend-
ents in the state, twenty-two were new to their positions
when school opened in September, 1963.3

Teacher turnover in Idaho between the opening of
school in 1962 and the corresponding date in 1963 totaled
1,341. This figure was obtained by adding the number of
full-time teachers reported by each district as not return-
'WITT& fall of 1963 to the districts in which they were
employed when school opened in 1963. The total was an
increase of 269 teachers from the number, as reported above,
who left their positions in 1960-61. A bulletin, issued
November 1, 1962, by the Idaho State Department of Educa-
tion stated that the total number of professional employees
in Idaho public glementary and secondary schools, Fall,
1962, was 7,186.4 This was an increase of 256 professional
employees above the 1960-61 total, an increase not quite
equal in number to the increased number of turnover teachers.

'Arthur C. Judd and T. H. FUgate, Teacher Turnover
in Idaho 1960-61, A report of a study conducted by the Col-
lege of Education, Idaho State University, at the request
of the Idaho Educational Association (Pocatello, July, 1962),
pp. 1-2, and 16. (MUltilithed.)

2Ibid., p. 2.

3Idaho State Journal, September 11, 1963.
4
Idaho State Department of Education, 1962-63

Teacher Supplz (Boise, November 1, 1962). (4imeograpned.)

-5-



The percent of teacher turnover for 1962-63 was 18.66 per-

cent of the state's total certificated teaching corps. The

1962-63 total showed an increase of 3.18 percent over the

percent of 1960-61 figure, and an increase of less than one

percent over the 1958-59 turnover. Further, the 1962-63

figure was slightly less than the nearly 20 percent turnover

reported by the 1954-55 survey (see Table 1-1). Teacher

turnover in Idaho appeared to have been stabilized between

15 and 20 percent (see Figure 1).

The school year of 1964-65 opened in Idaho with

7,557 full-time professionally certified teachers and

administrators, but 986 left their teaching or administra-

tive positions by Septeniber 1, 1965. These 986 persons

accounted for a 13.05 percent turnover, or the lowest per-

centage reported between 1955 and 1965. The reader must be

cautioned that these data reflect full-time personnel.

The state of Idaho had a total of 7,977 full-time

professionally certificated teachers and administrators in

the fall of 1966. At the completion of the 1966-67 school

year, 1,313 persons has resigned or left their respective

positions. The 1,313 comprised 16.5 percent of the state's

teacher corps. This number closely parallels the 1,341

wbo left at the end of 1962-63 school year. Although the

16.5 percent figure is below the previous high percentages

of 18 and 20 percent, the number involved ranks as the sec-

ond highest (1,341 following 1962-63) since the Idaho mobil-

ity studies have begun.

Further, from the data collected concerning Idaho

teacher mobility, the avers e turnover rate for the period

1954-1967 has been computed as being 16.5 percent. To our

knowledge, this is the first time that such an average has

been established for the state of Idaho. When accurate

national mobility rates are established meaningful compari-

sons can be made.

There appeared to be part-time personnel teaching
in Idaho public schools who were not included in these data.

A possibility exists that they were hired on temporary \

bases and should have been included as teachers leaving \

their positions. However, in order to be consistent with ,

previous studies, only full-time teachers are included. It,

is a safe assumption that if part-time teachers were includid

in the surveys, then the percent and numbers of teacher

turnover would be greater than that reported. Table 1-1

and Figure 1 present a recapitulation of relevant data for

the period between 1954-55 and 1966-67.

In years previous to 1964 the Idaho State Department
of Education included all professionally certified person-

nel in its annual recapitulation of public school employees.

There was a slight change in the reporting system beginning
-6-



TABLE 1-1

NUMBER AND PERCENT OF FULL-TIME PUBLIC SCHOOL
TEACHERS LEAVING THEIR POSITIONS IN IDAHO

SCHOOLS DURING SELECTED YEARS

School
Year

Total NuMber
of Full-Time
Professionally
Certified
Personnel

Total Number
of Full-Time
Professionally
Certified Per-
sonnel Leaving
Their Positions

Percent of
Total NuMber
of Full-Time
Professionally
Certified Per-
sonnel Leaving
Their Positions

1954-55 5289a 986b 20.00c

1958-59 5920d 1081e 18.27e
1960-61d 6930, 1066 15.48
1962-63 7186E 1341g 18.66

1964-65 7557? 986 13.05

1966-67 79771 1313 16.5

Totals
1954-67 40859 6773 16.5%

(Average Tdrn-
over Rate)

e"Financial Trends in Idaho PUblic Schools, 1941-
42 Through 1955-56," Twenty-Second Biennial Report of the
State Board of Education, 1954-56 (Boise, Idaho, December,
056), p. 26.

h"The Teacher TUrnover Survey," The Idaho Education
News (May, 1966), P. 1.

cibid. dJudd and %gate, op. cit., p. 2.

eJudd and Adamson, op. cit., p. 2.

fIdaho State Department of Education, 1962-63 Teacher
Supply (Boise, November 1, 1962). (Mimeographed.)

gDonald C. Orlich, Evelyn M. Craven, and R. D. Rounds,
Teacher Turnover in Idaho Public Schools: 1963 (Pocatello:
Idaho State University, July, 1964), p. 7. (Multilithed.)

hIdaho State Department of Education, Analysis and
Pre aration in Semester Hours of Elements and Seconda
assroom Personne 19 5- , and A Comparison with 19 - 5

(Boise, January 1, 1966). (Mimeographed.) "Stirvey of
Teachers' Salaries, School Year 1965-66"; Idaho S.D.E.,
1966; and files of Idaho State Department of Education.

iIdaho State Department of Education, Survey of
Teachers Salariess School Year 1966-67 (Boise, 1967),
pp. 7-17. (Miatilithed.)

_7_
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in the 1964-65 school year, with the "teacher" category
including only classroom teachers and guidance personnel.
All other certificated personnel were included in another
category which includes elementary, junior and senior high
school principals; miscellaneous administrative personnel;
and district superintendents. Table 1-2 shows how the total
number of full-time certificated public school personnel was
computed for the 1966-67 study.

Purpose of the Study

The purposes in investigating teacher mobility were:

I. To examine teacher turnover where possible in

the nation and selected states.

2. To determine the extent of teacher turnover in
Idaho for the 1966-67 school year.

3. To identify, by means of a questionnaire sent
to all full-time teachers and administrators who changed
positions in 1967, those factors which turnover teachers
believe influenced their decisions to leave their 1966-67
positions in Idaho schools.

4. To provide accurate data about teacher turnover
for use by administrators, professional organizations,
school boards, and laymen who seek such information for the
purpose of formulating constructive means for solving the
problems associated with mobility.

5. To provide a model applicable to all states to
follow to gain reasons for teacher turnover.

6. To prepare computer programs for the IBM model
1620 and model 1130 systems to analyze data obtained from
the survey.

Need for the Study

School administrators in Idaho are faced each year
with the necessity of replacing many members of the pre-
vious year's faculty. In 1959, Idaho School districts
replaced more than 18 percent of their teaching force; in
1967, almost 17 percent. In districts where turnover is
low, teacher replacement may be a minor obstacle to the
district's efficiency. In districts where turnover is rela-
tively high, replacing teachers is a problem of great pro-
portions and of serious concern.

On the national level, this concern is based on an
awareness of three major results of teacher turnover. The

-9-



TABLE 1-2

DERIVATION OF TOTAL NUMBER OF 1966-67 FULL-TIME

IDAHO PUBLIC SCHOOL PROFESSTONAL EMPLOYEES
USED FOR THIS STUDY

Category of Personnel Number

Classroom Teachers (FTE)a

Elementary School Principals (FTE)

Junior High School Principals and
Assistant Principals (FTE)

High School Principals and Assistant
Principals (FTE)

Miscellaneous Administrative and ,

Ancillary Services Personnel (FTEP 224

District Superintendents 106

7,424

159

75

89

Sub-total 8,077

Less estimated Non-certificated
Administrative and Ancillary
Services Personnelc 100

Grand Total 7,977

Source: Idaho State Department of Education, Survey

of Teachers Salaries, School Year 1966-67 (Boise, 1967),

pp. 7-17. (Multilithed.) According to the files of the

Idaho State Department of Education, 8,095 full-time certi-

ficated personnel were employed in Idaho public schools dur-

ing the 1966-67 school year. Some personnel are certificated

and fall into the category of ancillary services. Thus, the

slight discrepancy between the figure used as full-time per-

sonnel in this study and the number reported by the Idaho

State Department of Education.

a
FTE indicates Full-Time Equivalents, as reported

in the source document. (All numbers were rounded to near-

est whole number by the investigators.)

bIncludes assistant superintendents, business man-

agers, transportation supervisors, district supervisors,

program directors, part-time health officers and school

nurses. (Note: Some of these personnel are not certifi-

cated.)
c
Estimated by investigators.
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first of these is the continuing apparent "teacher short-
age." Though qualified college graduates in the field of
education are increasing in number each year, they must be
used to replace ceachers who leave, and to staff new class-
rooms for increased enrollment. There are not enough new
teachers available to relieve overcrowded classes, to add
needed school services, or to replace unqualified teachers.1

The second major facet of teacher turnover affecting
local school districts is the apparent economic waste
resulting from the expense of teacher recruitment and the
cost of providing closer supervision of new employees.

A third result is that of the possible educational
loss to pupils as a result of a teacher's reduced efficiency
during a period of orientation to the job. Tenure laws
generally require a minimum probationary period of three
years. Therefore, a sound assumption may be that satisfac-
tory proficiency in a position is gained through some
experience.

The three resultants of teacher turnover, (1) the
continuing apparent teacher shortage, (2) economic waste,
and (3) the educational loss to pupils, exert a detrimental
effect on the instructional program. If Idaho schools are
to offer the education essential to help prepare citizens
for effective participation in our increasingly complex
and self-governing society, the educational offerings of
the schools must be of the highest quality.2 In order to
obtain high quality, the schools must be assured of a suf-
ficient number of "qualified" teachers who will remain in
their positions, thus freeing funds for use elsewhere in the
effort to improve instructional programs, rather than on
time consuming recruiting drives.

This investigation was conducted to help supply
information regarding teacher turnover in Idaho which would

'Teacher Supply and Demand in Public Schools 1967,
Research eport 1967-Rl8, Research Division, Nations Educa-
tion Association (Washington, D.C.: National Education
Association, 1967), p. 5.

2Quality in education refers to the degree of excel-
lence present in the educational offering. Quality, or
excellence, is an element difficult to quantify. See Chap-
ter X, "Evaluation for Improvement" by Willard S. Elsbree
and Harold J. McNally, Elementary School Administration and
Supervision (2nd ed.; New fork: American Book Company, 1959),
pp. 1-.7§-192. See also Chapter XII, "The Idea of Excellence"
by John W. Gardner, Excellence: Can We Be Equal and Excel-
lent Too? (New York: Harper and Row, Publishers, 19611,
pp. 127-134.



meet the needs of administrators, professional organiza-
tions, school boards and laymen whose responsibility it is
to help solve the problem.

Too, a major purpose of our study was to develop
and field test computer programs that may be utilized with
IBM 1620 and 1130 computer systems. By preparing a tested
set of computer programs that will analyze the data from
the questionnaire, we will aid all fifty State Departments
of Education and any other researcher who wishes to use our
questionnaire as the model. There are over 1,000 IBM 1620
and 1130 computer systems now in operation. This was the
reason for our selection of these two very popular "small"
sized computers.

In fulfilling the above, a complete description,
flow chart and FORTRAN print-out was developed and is
included in Appendices B and C.

II. THE PROBLEM

Statement of the Problem

Specific purposes of this study were to seek answers
to the following questions pertaining to the general areas
of teacher turnover.

1. To what extent did teachers who were employed
in Idaho public schools during the 1966-67 school year not
remain in the same district for the 1967-1968 school year?

a. What percent of the total teacher turnover
resulted from transfer of teachers from one school dis-
trict to another school district within Idaho?

b. What percent of the total teacher turnover
resulted from transfer of teachers from Idaho school
districts to school districts outside the state?

c. What percent of the total teacher turnover
resulted from teachers leaving the profession?

2. What personal characteristics were evidenced by
turnover teachers? This would include such items as sex,
age, marital status, number of dependents, degree held, and
teaching certificate held.

3. How did the 1967-68 positions held by the turn-
over teachers who remained in education compare with the
positions they held in 1966-67; with regard to: size of
community in which living, size of district and school in
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which employed, type of position held, and annual salary:

4. How did the 1967-68 positions held by the turn-

over teachers who are no longer employed as educators com-

pare with the positions they held in 1966-67, with regard

to: size of community in which living, annual salary, and

type of new job?

5. What factors did the above teachers perceive as

being most influential in causing them to leave their 1966-

67 teaching positions?

6. To what degree did dissatisfaction in each of

the following areas influence teachers to leave their 1966-

67 positions?

a. Administrative and Supervisory Factors.

b. Community Factors.
c. Economic Factors.
d. Personal and Family Factors.
e. Pupil Factors.
f. Working Conditions.

See Appendix A for the questionnaire used in this

study.

Limitations

The study was limited to those professionally certi-
ficated personnel who were employed under full-time contract

in all Idaho public school districts for the 1966-67 school

year, but who were not employed in the same district during

the 1967-68 school year.

Not included in the study were substitute teachers,

teachers on leave of absence, teachers who taught on an
exchange basis, part-time or half-time teachers, full-time
junior college teachers, or teachers whose death terminated

their occupations.

A tabulation of the returned questionnaires at Idaho

State University showed that 846 respondents returned their

instruments. Of the 846 questionnaires, eleven were lost

at the collection point prior to information being converted

to data card coding.

Teachers who retired from teaching during the 1966-

67 school year were sent questionnaires, however, several

of these questionnaires were returned unmarked except for

the word "Retired." Data for 39 retired teachers were not
included in the study, and for two persons who had deceased.

-13-



Two Idaho school district superintendents refused
to supply forwarding addresses for 88 teachers not employed
for the 1967-68 school year. (One district of the two also
refused to participate in the 1964 and 1966 studies.) The
38 teachers were counted as part of the general mobility,
but they were not included among the turnover teachers to
whom questionriaTies were mailed; nor among the respondent

"Aso, two superintendents reported no turnover in
their respective districts following the 19Zr-67 school
year.

cuastionnaire was the only means employed for
gathering data from the persons surveyed. The data herein
presented apply only to those respondents who returned the
questionnaires. The data compiled from these responses can
be inferevtial for the total group, i.e., all teachers leav-
ing posicions after the 19a-67 school year. If a bias were
entered into the data due to the 2 2 who did not respond,
then the bias could not be determined. The impact of the
probable bias on the results of this study are not known and
could wily be subject to speculation.

The sample population consisted of the personnel,
as defined in paragraph one of "Limitations," whose com-
pleted questionnaires were received at Idaho State Univer-
sity by May 15, 1968.

As stated above, the study was limited to full-time
teachers. However, the figures available from the Idaho
State Department for the 1966-67 school year included the
total number of professional employees. There is no dif-
ferentiation between full-time and part-time personnel;
therefore, the conclusions drawn from a comparison of the
figures regarding the full-time teachers of this study with
the total professional employees of Idaho's schools are not
entirely conclusive but highly indicative of the extent of
Idaho teacher mobility. In all likelihood, the extent of
Idaho teacher mobility is greater than that herein reported.

Definitions of Terms

Teachers. In this study, teachers are all profes-
sionallyCeTTITicated personnel employed in Idaho public
schools, including elementary and secondary classroom
teachers, administrators, and special personnel.

Elementary classroom teachers. Elementary class-
room teacners are those persons on the instructional staff
who carry more than half a normal work load instructing
students in one or more grades, kindergarten through six.

Secondary classroom teachers. Secondary classroom
teachers are those persons on the instructional staff who
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TABLE 1-3

RECAPITULATION OF NUMBER AND PERCENT OF 1966-67
IDAHO TEACHERS PARTICIPATING IN 1967 TEACHER

MOBILtTY STUDY

Total number of Idaho teachers who
left their 1966-67 positions 1,313

Number of teachers with addresses to
whom questionnaires were sent 1,055

Number of letters returned to
investigators due to lack of current
or forwarding addresses 101

Number of turnover teachers not
responding to survey 101

Number of teachers who stated they
retired at end of 1966-67 school
year (or had deceased) 41

Number of questionnaires returned
to investigators 846

Number of unusable questionnaires 11

Number of questionnaires used in
this study 835

Percent of Total Responses from
the sample available to investi-
gators (835/1055) 79.5%

Percent of Total Responses of
survey (835/1313)
Sample compared to Total
turnover population 63.5%



carry more than half a normal work load instructing students
in one or more grades, seven through twelve.

Administrators. Administrators are those persons
employed by school districts as superintendents, principals
and their assistants or counterparts.

Special personnel. Special personnel are those pro-
fessiondf-WERT members who do not serve as administrators
nor as elementary or secondary classroom teachers, but who
fill positions as librarians, supervisors, speech correc-
tionists, guidance and counseling personnel, or teachers of
the physically or mentally handicapped.

Teacher turnover or mobility. Teacher turnover or
mobility is the loss of teachers from school districts. The
terms "turnover" and "mobility" are used synonymously in
this study.

Turnover teachers. Turnover teachers are all ele-
mentary and secondary classroom teachers, administrators,
and special personnel who changed their 1966-67 teaching
positions from one district to another, either in Idaho or
outside of Idaho, or who quit the profession.

Teacher transfer. Teacher transfer is the movement
of teachers from one district to another within or without
the state of Idaho.

Teacher loss. Teacher loss is the loss of teachers
from the education profession due to retirement, marriage,
military service, or any other reason, such as work outside
the field of education.

1966-67 schoolyear. The 1966-67 school year began
with the opening of school in the fall of 1966 and ended
with the opening of school in the fall of 1967.

Assumptions

The study was based upon the following general
assumptions:

1. The extent of teacher turnover common in public
schools is, in part, undesirable.

2. Teachers are motivated to move from a teaching
position by a combination of factors rather than by a single
factor.

3. Superintendents reported as turnover teachers
only full-time personnel.
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4. A questionnaire sent to each turnover teacher
would be a satisfactory means of obtaining relevant informa-
tion.

5. Valid data would be supplied by the respondents.

6. Some common personal characteristics would be
evidenced by turnover teachers which might have predictive
value for future hiring and retaining of personnel.

Problems in Gathering Data

A limited amount of research has been done seeking
reasons for statewide teacher mobility. The studies vary
in approach and detail to such an extent that their conclu-
sions are difficult to compare meaningfully. The investi-
gators corresponded with the United States Office of Educa-
tion (USOE) in order to obtain relevant national data, but
were informed by responsible officials that no national
teacher turnover study was being conducted by the USOE.

The construction of a questionnaire, detailed
enough to elicit significant information, yet brief
enough to require a minimum of the respondents' time to
complete, was of major importance to the study.

In a number of cases the forwarding addresses left
with the school districts by turnover teachers where they
were employed in 1966-67, and subsequently supplied by the
districts for use in connection with this study, proved
erroneous when the questionnaire was mailed. Further
attempts were made to obtain correct addresses and question-
naires were remailed. Even then, 101 questionnaires did
not reach their destinations and were returned to the
investigators.1

Important to the study was the obtaining of a suf-
ficient number of accurately completed questionnaires so
that the data would be meaningful enough to permit some
broad generalizations about teacher turnover to be inferred.
A total of 1,055 questionnaires were mailed. Of that number
835 were returned in usable form, for a 79.5 percent return.
Thus, of the possible number of 1,313 Idaho teachers who
left their positions in the 1966-67 school year, this study
was based upon the 835 who responded to the questionnaires,
or 63.5 percent of the total population.

lInterestingly enough, two of the sample group were
deceased, but relatives returned the questionnaires with the
comments that they had completed the instruments about the
way their deceased ones would have. These were excluded
from the study.
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III. METHODS AND PROCEDURES

Methods

Three primary steps utilized in conducting this
study were to: (1) survey current literature and research
concerning teacher turnover; (2) secure the names and
addresses of Idaho teachers who did not return to their
1966-67 positions; and (3) construct and refine a question-
naire which would elicit information significant to the
problem which was to be investigated.

The names and addresses of teachers who did not
return to their 1966-67 positions in Idaho schools were
requested from the superintendents of each of the 196 high
schools operating schoot districts in Idaho. A secretarial
error omitted sending the requests to the 11 elementary
school districts. This accounted for 12 turnover teachers
being excluded in the sample, but included in the total
mobility figure.

A questionnaire was designed to elicit information
in four general areas: (1) personal data about the respon-
dent, (2) information concerning the respondent's former
location, (3) information concerning the respondent's
present location, and (4) the respondent's reasons for
leaving his 1966-67 position.

The items on the questionnaire dealing with the fac-
tors which caused the respondent to leave his position were
planned to reveal not only the causative factors themselves,
but, within limits, their degree of influence.

Questionnaires were mailed during the month of April
1968 to 1,055 turnover teachers. May 15, 1968, was estab-
lished as the final date for receipt of completed question-
naires for use in this study. By that date a total of 835
usable questionnaires had been returned. fo aid ia obtain-
ing returns, follow-up post cards and follow-up letters with
another questionnaire, were mailed to all who had not
responded to the initial mailing. As the completed ques-
tionnaires were received, data were transferred to electronic
data processing cards.

Analxses and Treatment of Data

Information secured by means of the questionnaire
is organized in the following manner:

Data from Parts I and II (items 1 through 36) of the
questionnaire are presented in a series of tables, each of
which includes total number of respondents replying to a



question, and number of respondents making a particular

reply.

Data from Part III (items 37 through 76) of the
questionnaire, concerning teachers' reasons for leaving

their 1966-67 positions, are tabulated as to number and

percent marked for "N, S, M, D." This is similar to the
tabulation of the other items.

The data from Part III are organized to indicate

"clusters" of reaction within six major areas of influence:

Administrative and Supervisory Factors, Community Factors,
Economic Factors, Personal and Family Factors, Pupil Fac-

tors, and Working Conditions. To determine the extent to

which each factor and each major area of influence affected
teachers' decisions to leave their positions, the answers

to the items within each area were weighted. A numerical

value was arbitrarily assigned each possible response.
The responses to the items in each of the six areas were
then grouped as a "cluster" of response to that major area.

This was done in order to determine which major area
appeared to have greater significance. See Page 132 for

the details.

This study is basicalLy a descriptive survey which

attempts to: (1) provide ar informative system with national
applicability and (2) obtain information concerning current
conditions with regard to teadher turnover in Idaho, and

(3) field test the instrument and computer programs.

The chi-square test of independence in contingency
table technique was used to analyze differences, if any,

between teachers moving within and out of Idaho as to:
(1) sex, (2) age, (3) academic preparation, and (4) salary.

All chi-square tests were computed with a pre-tested com-

puter program.

The rank-difference correlation (rho) was used to

determine if there was any relationship between major sub-

group rankings on stated reasons for leaving positions at

the end of the 1966-67 school year. These reasons were
obtained from Part III of the questionnaire. Through the

use of rho, a high correlation is found when items are

listed in a similar order, or ranking. Conversely, a low
correlation exists when items are listed in different
order for two groups.
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CHAPTER 2

OCCUPATIONAL MOBILITY AND CAREER PATTERNS

Two closely related social phenomena which are

receiving increasing attention from American sociologists

are occupational mobility and career patterns. Both are

vitally important facets toward a more global understand-

ing of teacher mobility. The following discussion will be

concerned with each of these aspects of worklife as they

relate to workers in general and to teachers in particular.

I. OCCUPATIONAL MOBILITY

Harold L. Wilensky stated that the study of types

and rates of mobility is crucial to an understanding of

modern society.1 This statement is readily verified when

information such as the following is considered. It was

estimated by the U.S. Bureau of the Census that approxi-

mately 19.3 percent of the entire population of the United

States moved to a different house between March 1, 1965,

and March 1, 1966. Of the 19.3 percent of the population

who moved within one year, 12.7 percent of the nation's 190

million (over one year of age) moved within the same county.

There was an overall interstate and intrastate movement of

6.6 percent of the population. Thus, during a one year

period, 12,538,000 people moved either within states or

between them. The age group 20-24 years had the greatest

rate of mobility.2

Wilensky also stated that "worklife" mobility may

be more fateful than other types.3 This statement is rein-

forced by a U.S. Department of Labor publication which

reported that in 1961 approximately eight million men and

women experienced a job shift, either voluntary or forced.4

'Harold L. Wilensky, "Orderly Careers and Social

Participation: The Impact of Wbrk History on Social Inte-

gration in the Middle Mass," American Sociological Review,

XXVI, No. 4 (August, 1961), 523.

2US Department of Commerce, Bureau of the Census,

Statistical Abstract of the United States: 1967 (Washington,

D.C.: U.S. Government Printing Office [USGPOD, p. 34,

Table 34.
3Wilensky, loc. cit.

4U.S. Department of Labor, Manpower Research, Mobil-

it and Wbrker Ada tation to Economic Chan e in the Un=
tates, Bu letin No. 1 Washington, D. USGPO, 19 3

T-217
-20-



Mobility appears to be the outgrowth of character-
istics peculiar to American culture. Stewart G. Cole, as
cited by James R. Barclay, listed these characteristics as:

1. An abiding conviction in democracy with its
principles of individual freedom and social control,

2. A growing secularization of society with the
subsequent de-emphasis of institutional religion,

3. The technological pattern of American society
wherein energy harnessed by technology is consistently
resulting in the reshaping of society,

4. The immigration movement and the public school
system wherein many disparate elements of our culture
were being theoretically neutralized, and

5. ,A social status system based on middle-class
values.L

Barclay continoes: "We have indeed accepted the
phenomenon of mobility as part of our American technologi-
cal culture. There is no use in decrying the effects of
the phenomenon. On the contrary, from a psychological view-
point, mobility is still another example of man's ability
to adjust and accommodate himself to a changing environ-
ment."2

Selected Patterns of Mobility: Who Moves and Why

Studies of mobility patterns and rates within the
United States indicate that no striking changes have occurred
in mobility since World War II. The movement which has
occurKed, however, tends toward increasing rates of move-
ment.J

There are two major types of occupational mobility--
geographic and vertical. The first of these types occurs

1James R. Barclay, "Mobility, Cultural Change, and
Educational Leadership," Family Life Coordinator, XII (July-
October, 1963), 98, citing Steward G. COUTPiFipectives on
a Troubled Decade, 1939-49 (New York: Harper and Brothers),
pp. 169-124.

2Ibid., p. 98.

30tis Dudley Duncan, "The Trend of Occupational
Mobility in the United States," American Sociological
Review, XXX, No. 4 (August, 19607-01.
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when an actual change of geographic location takes place
resulting in, or from, a change of position. The second
type, vertical mobility, occurs when a worker advances to a
higher salaried, more prestigious position which may or may
not involve geographic mobility.

Barclay summarized some facets regarding geographic
mobility within the United States by observing that:

1. There is a great degree of mobility in our
population;

2. There is a tren: toward living in metropolitan
areas, particularly in the suburbs;

3. The greatest degree of mobility occurs in the
young adult period;

4. The West is the area of greatest mobility.1

In addition, Bershers and Nishiura wrote that in
the change of locale, the amount of migration among profes-
sionals is greater than among others; college educated
people tend to migrate more frequently than others; individ-
uals with six or less years of education are least mobile;
farmers and farm operators are not as mobile as the general
population; and young adults move more than any other age
group.2

The U.S. Bureau of the Census reported that job
mobility is characteristic of the American worker, and that
it is not necessarily associated with geographic mobility.
The Bureau's research showed that the economically disad-
vantaged have a higher mobility rate than the economically
advantaged, and that the unemployed have a higher mobility
rate than the employed.-'

As part of their theory of labor turnover, March
and Simon emphasize that mobility is most influenced by the
ease of movement from the organization, which, in turn, is
associated with the labor market supply and demand, know-

ledge of other jobs, and the personal characteristics of

1Barclay, 22, cit., pp. 7-9S.
2James M. Beshers and Eleanor a. Nishiura, "A

Theory of Internal Migration Differentials," Social Forces,
XXXIX (March, 11'261), 214-218.

3
U.S. Department of Commerce, Bureau of the Census,

Current_Emulation Reports. Population Characteristics,
Serles P-20, No. 118 (Washinzton, D.C.: USGPO, August 9,
1962), p. 1.



the worker, including age, sex, and social status. Job
satisfaction plays, they believe, a lesser role in a worker's
decision to leave a position.1 Their hypothesis seems well
verified in public education where the demand for teachers
exceeds the supply.

Writing on "The Flow of Occupational Supply and
Recruitment," Peter M. Blau stresses vertical mobility as
being characteristic of the United States labor market. Blau
wrote that ". . . much occupational mobility occurs in our
society, particularly much upward mobility. .

"2 Given
here in simplified form is Blau's thesis that the class
structure of American workers consists of three comparatively
distinct categories: white-collar workers, blue-collar
workers, and farm workers. These groups differ in prestige,
income, power, consumption patterns, styles of life, pat-
terns of associations, political attitudes, and many other
respects, there is to be sure, also much overlap. Blau con-
tends that these boundaries partly limit the flow of man-
power from one occupation to aLother, and, further, that
there is more "upward mobility"--particularly into salaried
professional and technical positions--than "downward" mobil-
ity into lower blue-collar and farm occupations.3

In 1968 the U.S. Department of Labor reported on
blue- to white-collar job mobility patterns. The Depart-
ment's study stated that, "Men in blue-collar jobs consti-
tute a significant pool of trained or trainable manpower
for filling expanding white-collar needs."4

Information was acquired for the above cited U.S.
Department of Labor study from 542 men in Milwaukee Cbunty,
Wisconsin, all of whom had made blue- to white-collar job
shifts at some time between 1955 and 1961. The writers
noted that:

The men were relatively young at the time of the
move--typically about 35 or entering managerial jobs
and 30 in the other occupations. Over two-thirds saw
the move as offering promotion, more responsibility,
greater challenge, better opportunity, or other career
advantages. Only among clerical and sales workers did

1James G. March and Herbert A. Simon, Organizations
(New York: John Wiley and Sons, 1958), pp. 93-106.

2
Peter M. Blau, "The Flow of Occupational Supply and

Recruitment," American Sociological Review, XXX, No. 4
(August, 1965), 477.

3Ibid., pp. 488-489.

4U.S. Department of Labor, Manpower Administration,
"Blue- to White-Cbllar Job Mbbility," Manpower/Automation
Research Notice (Washington, D.C.: USGPO, May, 1968T.
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as many as 10 percent cite layoffs and plant closings

as the reason for the shift. Although the new job
involved an initial financial sacrifice for many of
the men, over 90 percent of them would make the shift

again if they had it to do over.1

It should be realized that over two-thirds of the

men studied made the shift within the same firm, and at the
employer's request in two out of these cases.2 In "Blue-

to White-Collar Job Mobility," the writers further observed

that:

Generally, there was no significant carry over of
actual duties from the blue-collar job, but some of
the skills were transferable. The most important
involved interpersonal relationships, general tech-

nical skills. . . , and specialized knowledge of the

company and the materials and processes used on the

job.3

The degree of skill required by workers determines
mobility to some extent. Another U.S. Department of Labor

publication states:

There are greater differences in mobility between
workers of different degrees of skill in the same
occupation than there are between workers in differ-

ent industry groups. Usually the occupations that
require a lot of training and experience are the most

stable. But even the most highly skilled worker
groups have some degree of mobility.4

Some sociologists have long feared that the American

social structure is becoming more "rigid" and the occupa-

tional structure providing more restricted opportunities.
The facts of occupational mobility tend to disprove this

hypothesis. Recpnt patterns feature more movement, gen-

erally "upward."'

Patterns of Mobility Among Teachers

Investigations of teacher mobility observed W. W.

Charters, Jr., frequently seek to identify "the patterns of
occupational mobility within the teaching career--geo-
graphical movement from community to community or vertical

lIbid. 2Ibid.

4U.S. Department of
Fact Book, 1960 (Washin64-on,

5
Duncan, loc. cit.

Labor, The American Workers'
D.C.: 7:SGP0), pp. 25-26.
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mobility from one level to another and into the administra-
tive hierarchy."1 The accompanying flow chart (see Figure 2),
showing sources of incoming teachers and destinations of
those who leave, is one such attempt. Designed to accompany
the U.S. Department of Health, Education, and Welfare
Office of Education study of teacher turnover in 1959-60,
the chart shows what sources exist to supply teachers and
where they go when they leave school systems.

Several northwestern state departments of education
include among their information concerning teachers, statis-
tics which suggest geographic mobility patterns. For example,
in Oregon, teachers new to the state in 1965-66 came mainly
from Washington, California, and Idaho, in that order. The
majority of Washington and California teachers migrating to
Oregon were experienced. The Idaho teachers were mainly
inexperienced.2

Of the 1966-67 Utah
another state the preceding
from California, Idaho, and

teachers who had taught in
year, the greatest number came
Arizona, respectively.3

The 1967-68 locations of former Washington teachers
included forty-four of the fifty states, as well as U.S.
military schools, the Canal Zone, and various foreign
countries. By far the greatest number moved to Oregon and
California, with Alaska, Hawaii, and Idaho receiving appr9xi-
mately one-fifth as many as each of the first two states.4

The same year (1967-68), Washington acquired the
services of 1,726 teachers from out-of-state, over 1,200
of whom were experienced teachers. The in-migrants came
from forty-eight states, the Peace Corps, and various
foreign countries. Oregon supplied the greatest number,
California approximately two-thirds a§ many, Idaho and
Montana about half as many as Oregon.3

1W. W. Charters, Jr., "Some 'Obvious' Facts about
the Teaching Career," Educational Administration Quarterly,
III, No. 2 (Spring, 1967), 189.

20regon State Department of Education, Division of
Administrative Services, Research Section, "Reporting
Research" (March, 1966), p. 1. (Multilithed.)

3Utah State Board of Education, Status of Teacher
Personnel in Utah, 1966-67 (Salt Lake City [no date]),
p. 152, Table 139. (Multilithed.)

4Louis Bruno, "Teacher Supply and Demand in Wash-
ington, 1967-68," A report of a study directed by the State
Superintendent of Public Instruction (Olympia, 1968), p. 10,
Table XI. (Multilithed.)

5Ibid., pp. 10 and 9, Tables XII and IX, respectively.
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Teaching Staff in
Public and Nonpub-
lic Elementary and
Secondary Schools

Grades K-12

Nonpublic
Schools (

Public
Schools

Retirement and Death

' Other Occupations in
Elementary and Sec-
ondary Education

Supervision-
Administration, etc.

Other Occupations
Outside the Field
of Education

Including
Homemaking,

ALLitary Service

Institutions of Higher Education
Universities and Colleges

Figure 2. Flow Chart Showing Sources of Incoming
Teachers and Destinations of Those Who Leave.

Saurce: Frank Lindenfeld, Teacher Tdrnoverin Pub-
lic Elementary and Secondary Schools, 1959-60, Office of
Education, U.S. Department of Health, Education, and Wel-
fare, Circular No. 675 (Washington, D.C.: USGPO, 1963),
p. 3. Note: Transfets of teachers among school districts
are noi-Wown.
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Of the Idaho teachers who left their positions at
the end of the 1964-65 school year over one-half remained
in Idaho, while nearly one-fourth moved to Washington,
Oregon, Utah, California, and Ngvada, with the greatest
number migrating to Washington.L

The above information from Oregon, Utah, Washington,
and Idaho indicates that there is much interstate mobility
of teachers within the northwestern states. The north-
west states teacher mobility closely parallels that of the
west in general. Of the four major geographic regions of
the USA, the west had reported tilt greatest net migration
(mobility) between 1950 and 1960.4 Thus, it can be con-
cluded that teacher mobility is but one aspect of the more
encompassing phenomenon of mobility per se.

Same mobility even precedes entry into the profes-
sion for a substantial number of teacher education gradu-
ates. Of the 172,039 teacher education graduates from all
U.S. teacher preparatory institutions in 1965-66, 56.6 per-
cent were teaching by November, 1966, in the state where
they were graduated. By the same date those teaching out-
side the state where they were graduated totaled 15.5 per-

cent. Thus, in round numbers, 72 percent had entered
teaching, but 28 percent (approximately 46,200 persons)
were either not teaching or their occupations were unknown.
Of the male graduates, 51.5 percent taught in the state
where they were graduated while 14.3 percent taught in
another state. Among female graduates 58.9 percent taught
in the state where they wece graduated with 16.1 percent
teaching in another state.'

Among Idaho teacher education graduates who gradu-
ated between September 1, 1965, and August 31, 1966, 68.9
percent of all those who qualified to teach with a standard
certificate in elementary schools began their teaching
careers. However, 40.9 percent remained in Idaho while
28.0 percent taught outside the state. At the secondary
level 51.1 percent of those qualified to teach in second-
ary schools entered teaching. Approximately half of these
teachers remained in Idaho; the other half left the state.4

1
Donald C. Orlich, David L. Crawder, and R. D.

Rounds, Idaho Teacher Mobility: 1965 (Pocatello: Idaho State
University, July, 1966), p. 71, Table 3-1.

2 Statistical Abstract of the United States: 1967,
op. cit., p. 35, Table 35.

3National Education Association, Teacher Supply and
Demand in Public Schools, 1967, Research geport 1967-RI8
Washington, D.C.: NtA, October, 1967), pp. 24-25, Table 7.
These data reflect only graduates "with qualifications for
standard certificates."

4Ibid., p. 29, Table 10.
-27-



This information supports the observation that young
adults are a highly mobile population group. Further,
newly prepared teachers cannot be expected to remain immo-
bile. They will, apparently, exhibit the rather high degree
of mobility that is associated with professional personnel.

Another important aspect of teacher mobility is the
tendency of teachers to migrate from smaller to larger
schools. As noted in a 1958 Nebraska study, "the ladder of
success in teaching in the state has long been one of teach-
ing in a small school2 then a larger school, later in a
still larger school."1 The same phenomenon was reported
about Idaho's teacher mobility patterns for 1965 by Orlich,
Crowder, and Rounds.4 These findings are consistent with
those reported by the U.S. Office of Education survey
which, in 1963, reported that higher rates of turnover were
found in districts of less thanessix hundred enrollment than
were found in larger districts.J

Young adults contemplating entrance into teaching
are highly mobile--from the view of entrance into the occu-
pation as well as being geographically mobile. The NEA's
Teacher ipply and Demand in Public Schools 1967 gives
comparative data concerning location of teacher education
candidates on November first following their graduation
Latween 1956, 1961, and 1966. Table 2-1 presents a summary
of the findings.

Observe in Table 2-1 during the three selected years
the number of ,..;raduates in both elementary and secondary
teaching areas more than doubled. However, the percent who
actually entered teaching by November first fpllowing their
graduation has remained surprisingly constant--about two-
thirds for elementary teachers and one-half for secondary.

In addition to the above listed factors which affect
teacher mobility there seems to be other conditional factors
at play. For example, in 1952, Howard S. Becker concluded
that the mobility pattern for Chicago public schogl teachers
was from the slums to middle-class neighborhoods. Several

1A. R. Lichtenberger, "Rates of Teacher Turnover in
Nebraska PUblic Schools 1956-57, 1957-58," Nebraska Research
Brief, II, No. 1 (Lincoln: Nebraska Department of Education,
1958), p. 1. (Mimeographed.)

2Ibid., pp. 103-105.

3Frank Lindenfeld, Teacher Turnover in Public Ele-
mentary and Secondary Schools 1959-60, Office of Education,
U.S. Department of Education, Circular No. 675 (Washington,
D.C.: USGPO, 1963), inside front cover.

4Howard S. Becker, "The Career of the rhicago Pub-
lic School-teacher," American Journal of Sociology (March,
1952), p. 29. -28-
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I

TABLE 2-1

LOCATION OF TEACHER EDUCATION GRADUATES
ON NOVEMBER FIRST FOLLOWING THEIR

GRADUATION FOR SELECTED YEARS

Years

Levels of Preparation 1956 1961 1966

Elementary School

Percent teadhing in state
where graduated 67.2% 67.3% 64.4%

Percent teaching outside
the state where graduated 13.6 15.9 16.4

Percent not teaching 11.2 9.0 8.4

Percent employed status
not known 8.0 7.8 10.8

Information above based on
what number of graduates 32,548 45,749 66,571

Number included above com-
prising what percent of
total respective graduat-
ing class 83.6% 83.7% 83.6%

Secondary School

Percent teaching in state
where graduated 50.7% 52.7% 51.3%

Percent teadhing outside
the state where graduated 12.5 15.7 15.3

Percent not teaching 27.3 21.6 20.0

Percent employment status
not known 9.5 10.0 13.4

Information above based on
what number of graduates 43,990 68,298 97,546

Number included above com-
prising what percent of

ttotal respective gradua-
ing class 77.5% 88.3% 85.2%

Source: National Education Association, Teacher
Supply and Demand in Public Schools 1967, Resea-RE-W5Ort
9 7-R18 Washington, D.C.: NEA, 19 , p. 28, Figure 111.
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years later, in 1968, in an article published in Chicago's
Sunday American, Wesley Hartzell introduced a new variable
to teacher mobility. "The new variable," wrote Hartzell,
"might be called teacher 'idealism,' whereby a topnotch
teacher will flatly turn down a high-paying slot in a
lily-white suburban school for the challenge of an over-
crowded classroom full of underprivileged students."1 The
trend described by Hartzell began about 1963 and appears to
be marked by the same idealism which helps to staff the
Peace Corps. Should the trend continue and become a defin-
ite mobility pattern it is possible that the problems of
slum-area schools would be minimized. However, the overall
tendency has been for metropolitan teachers to leave slum,,
schools for the better conditions offered in the suburbs.'

Thus, the problem of teacher mobility which at a
cursory glimpse appears to be easily solved becomes a some-
what complicated matrix. These complications will be
further identified in the section which follows.

II. CAREER PATTERNS

Career Patterns Defined

A second major social phenomenon to be discussed in
this chapter in relation to teacher mobility is that of
career patterns. Wilensky defines career as "a succession
of related jobs, arranged in a hierarchy of prestige,
through which persons mire in an ordered (more-or-less
predictable) sequence."'

Walter L. Slocum further clarifies the meaning of
the term career by distinguishing between it and jobs,.

A job consists of work that a person does to
obtain money or other immediate rewards. Although
a job may provide considerable satisfaction, it does
not ordinarily involve a long-term commitment. An
occupational career is different. The ideal model
of a career calls for entrance at the bottom of a
career line, movement upward through progressively

1Wesley Hartzell, "How Ideal Is Your Suburb School?"
Chicago's Sunday ArLerican, LXXXVII, No. 44 (March 10, 1968),

.

2
James B. Conant, Slums and SUburbs (New York:

McGraw-Hill, 1961), pp. 66-69. Although tHis book was
written in 1961, staffing the nation's so-called "slum
schools" appears in 1968 to be a problem of serious
magnitude.

Idilensky, op. cit., p. 523.
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more responsible steps or stages tQ the pinnacle,
followed eventually by retirement.L

If the job history of an individual reveals a
sequence of jobs within a single occupation, "the individ-
ual has had an orderly career, for in each job he has
employed skills, knowledge or experience directly related
to the others," wrote Thompson, Avery and Carlson. If an
individual's career has involved a switct of occupations
it is known as a disrupted career.2 Among teachers both
of these career patterns are evident.

When preparation for entry into an occupation
requires acquisition of specialized knowledge or skill
which is not available to the general population, and entry
into the occupation as well as level of competence therein
is judged by the occupational group rather than the enter-
prise, the occupation is said to be collegially defined.
If the occupation by its intrinsic nature allows the worker,
through normal progression, to reach the top early in his
career, the occupation is said to have an early ceiling. In
such occupations the employing enterprise is viewed as a
place to practice the occupation while remaining alert to
opportunities to practice the occupation elsewhere under
more rewarding circumstances. Usually, the individual
passes through a series of ranks and reaches a ceiling
rather early in his career. Since this ceiling is fre-
quently reached prior to peak economic demands on the
individual, he may resort to a strategy of stability
through collective action, via unions or professional
organizations, to improve the position of the occupation,
and thus of himself. The longer the individual remains in
an organization, the greater his investment in it, and the
more reluctant he becomes to leave.3

Yet, an individual, upon reaching an early ceiling,
may choose to adopt an enterprise strategy, moving out of

1Walter L. Slocum, "Sociological Contributions to
Occupational Guidance Through the Curriculum" (unpublished
paper, Washington State University), pp. 10-11. (Kimeo-
graphed.)

2James D. Thompson, Robert W. Avery, and Richard O.
Carlson, "Occupations, Personnel, and Careers," Educational
Administration Quarterly, IV, No. 1 (Anter, 1968), 8.
(this entire article is recommended as a thorough discus-
sion of the subjects mentioned in the title as well as for
further clarification of the ensuing terminology.)

3Ibid., pp. 17-21. (It would do well to remember
that on WITEE 21, 1968, the Idaho Education Association
impcsed statewide "Sanction" on the state with the hope of
improving teaching conditions, including salaries. Too,
CAS study has shown that Idaho teachers do, in fact, move
out of the state with rather great frequency.)
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the original occupation into a new one where collegial
approval is of less importance. The most frequent path is
into administration in which the ceiling comes at a later
time. This is often the pattern when the individual is the
prtmary income-producer for the family.1

It should be remembered that three most important
bases of careers are competence, aspiration, and the struc-
ture of opportunities as perceived by the individual. It
is the interplay of these factors which results in the
evolvement of a career pattern.2

Career Patterns of Teachers

It is evident from the above brief discussion of
career patterns that the role of the classroom teacher is
a collegially defined role with an early ceiling. For
those who remain in teaching, it is an orderly career. For
others, teaching may be part of a disrupted career. Both
the stability strategy and enterprise strategy may play a
part in the lives of individuals who remain in the profes-
sion.

W. W. Charters, Jr., has had a long-term research
interest in the evolvement of careers of teachers and
administrators. Charters concludes that there are two
dominant career patterns for teachers, and that these pat-
terns are determined by sex. In an article titled "Some
'Obvious' Facts about the Teaching Career," Charters wrote:

Female teachers, and male teachers, too, are
recruited from virtually all walks of life, with the
important proviso that persons who cannot afford a
college education are systematically excluded. The
female has made up her mind to become a teacher
before leaving high school; she obtains a bachelor's
degree and immediately takes her first teaching job.
If not already married, she marries soon and continues
in her first position for two, three, or four years,
when she leaves the position to bear and raise
children. She is now in her middle 20's. When her
last child is old enough to go to kindergarten--ten
or fifteen years later--she may return to classroom
teaching. If she does return, the odds are strong
that she will remain in teaching, and teach in the
same school system, until she reaches retirement age.

lIbid. (This pattern fits the male teacher, but
apparently does not describe the female teacher )

2Ibid., p. 9.
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Male teachers decide to enter their field sometime
after high school graduation and are older than females
by the time they are ready to take their first job.
They remain in classroom teaching for a longer period
of time than their female counterparts, possibly chang-
ing schools once. In the meantime, they work at jobs
outside public education after school hours and during

the summer. When they are in their 30's, male teachers
swarm out of classroom teaching either into non-public
school occupations or, for a smaller number, into school
administration. They never return to the classroom.

Those are the dominant career patterns for men and

women. They describe anywhere from 60 to 75 percent
of the persons entering public education at mid-century.1

Other researchers tend to substantiate Charters'
conclusions. A survey conducted by the NEA Research Divi-

sion in 1959-60 noted:

That 44.1 percent of the public-school teachers
had interrupted their careers since beginning teach-
ing. The mean length of the interruption was 8.3
years. About 7.5 percent of the teachers had inter-
rupted their careers for longer than 15 years. As

may be expected, interruption in their teaching
careers was much more widespread among married women
teachers (61.1 percent) than among either single women
teachers (24.4 percent) or men teachers (24.0 percent).'

As an outgrowth of recognition of the dominant

career patterns among teachers, research has been instituted
to determine if a few individual attributes, easily dis-
cernible at the time of employment, can be used to predict
service expectancy of teachers. Emphasis in such research
is being placed on "survival" within the teaching career
rather dhan on separation.

Whitener followed the careers of 937 entering
teachers in nine school systems in the St. Louis area and
one out-of-state system over a ten year period. Service
tables similar to mortality tables were prepared. Sur-

vival curves were constructed for schools and various
classes of teachers. Results of the study showed that
there were three distinct periods in rate of withdrawal

W. W. Charters, Jr., "Some 'Obvious' Facts about
the Teaching Career," Educational Administration arterl
III, No. 2 (Spring, 19 4. is article is recom-
mended in its entirety.)

2National Education Association, Teacher Supply and
Demand in Public Schoolst 1966, Research Rrt 19 - 1

(Washington, D.C.: NEA, October, 1966), p. 10.
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from school systems: the period of rapid transit, the per-

iod of gradual accommodation, and the period of sustained

association. Higher survival rates were associated with

longer years of service. The age of entry into the school

system was found to be the best single predictor of length

of service. The older the teacher at the time of entry

(up to age 54), the greater the possibility of remaining

at least ten years. Survival rates were higher for men
and single women than for married women.1

Survival in a teaching career concluded Whitener is

more heavily influenced by the attributes of the teachers

employed than by institutional characteristics, and that

the actuarial process has practical application in helping
to reduce teacher mobility.2

Charters, working in connection with the "Career
Processes Program," has found that the first three or four
years are "high risk" years within the orderly career pat-

tern. Only about 20 percent of the incoming teachers dur-
ing any school year are still in the nation's classrooms
at the end of the first five years. Charters states that
it is who is employed as a teacher in the first place that
makes a difference in the survival expectancies of teachers.

His work corroborates Whitener's findings that age and sex

are critical factors.3

Career Patterns of Females

The importance of women in the nation's work force

cannot be under-rated for they comprise one-third of those

working. Since two out of every three public school
teachers are women, it behooves us to comment briefly on

1
See Joy Eugene Whitener, "An Actuarial Approach to

Teacher Turnover" (unpublished Doctoral dissertation, Wash-
ington University, St. Louis, Missouri, 1965); and W. W.
Charters, Jr., "Teacher Survival Rates Examined in Career
Processes Program," Research and Develo ment Pers ectives,
CASEA-ERIC/CEA News Bulletin Eugene: University of Oregon,
Winter, 1968), p. 1.

2Whitener, loc. cit.
3Charters, "Teacher Survival Rates Examined in

Career Processes Program," op. cit., p. 2. (See also
W. W. Charters, Jr., "The Relation of Morale to Turnover
Among Teachers," American Educational Research Journal,
II, No. 3 (May, 1965), 166-172.)
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the general topic of
Keyserling, Director
Department of Labor,

the working female.1 Mary Dublin
of the Wbmen's Bureau of the U.S.
wrote thaL;

The American woman, as part of the changing world
about her today, performs not only her basic role
within the family unit but assumes other obliga-
tions that are necessitated by the times in which
she lives and by her sense of responsibility to
the community as well as to her family. . . . For
many women, including those who have children, new
patterns of life include paid employment, although
such work may be intermittent or on a part-time
basis.2

From observation, it appears that a large propor-
tion of female teachers are married and, also, appear to
be working mothers. The latter group--working mothers--
are defined as mothers who have children under 18 years of
age. In 1965 working mothers constituted 37 percent of the
total number of the nearly 26 million women workers in the
United States. Further, almost one out of three mothers
were in the labor force in March 1965 as compared with less
than one out of ten in 1940.3

Working mothers seek employment basically to aug-
ment the family income. The more formal education that a
woman has, the more likely she will be found in paid employ-
ment. Other factors which influence mothers to work are
job availability and the number of hours required to be or
the job. Mothers with young children tend to have a strong
preference for part-time or part-year jobs.4

In 1965, the median age for working mothers with
children under 18 wai-3F-57Zars. This was slightly below
the 41 year median agg for all women workers employed in
the U.S. lab-57.FEice. Closely paralleling these data were
those reported by the NEA for February, 1965. The mean age
of all male teachers for the same year was 35.3 yedii78

iNaUonal Education Association, Rankings of the
States, 1968, Research Report 1968-R1 (Washington, D.C.:
NEA, 1968), p. 20, Table 33.

2Mary Dublin Keyserling, "Who Are the Working
Mothers?" U.S. Department of Labor, Women's Bureau, Leaf-
let 37 (Washington, D.C.: USGPO, 1966).

3Ibid. 4Ibid. 5Ibid.
fOtt Status of Public-School Teachers, 1965," NEA

Research Bulletin, XXXXIII, No. 3 (October, 1965), p. 69,
Table 1.
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Several investigators have attempted to study and
predict the vJcational interests and career patterns of the
American women.1 Strong expressed frustration in his work
with the development of the Strong Vocational Interest
Blank (SVIB) by stating that ". . . too many women take a
3376ecause it i§ convenient, not because they intend to
continue in it."4 In 1939, Crissy and Daniel suggested
that women were more interested in the directions of social
competence and homemaking than in pursuing a long-term
career.3

Leona Tyler hypothesized that Crissy and Daniel's
"male association" factor, i.e., that women tended to have
a clustering of interests related more to homemaking inter-
ests than to one career area, represents a general attitude
and outlook for the non-career oriented female. Tyler
further stated that the non-career woman ". . . is satis-
fied to pursue any pleapant, congenial activity that offers
itself until marriage."

Female career orientations were divided into four
categories by Barbara E. Summerville. These were:

(1) The primarily academic-professional oriented;
(2) the academic-professional oriented who expressed
marriage and homemaking interests also; (3) the tradi-
tional woman's role oriented who expressed interest in
working until marriage; and (4) the primarily tradi-
tional woman's role oriented.5

Summerville's first, second, and third categories appear
especially applicable to those females who enter teaching.

Not only do women comprise a third of those working,
but they also constitute that segment of the work force
most susceptible to gross changes in rates and numbers. In
this regard, Rosenfeld and Perralla of the U.S. Department

11
We are tempted to write, wbut with no avail";

however, academic responsibility prohibits it.
2E. K. Strong, Jr., Vocational Interests of Men and

Women (Stanford: Stanford University Press, 1943), p. 30.
3
W. J. Crissy and W. J. Daniel, "Vocational Inter-

est Factors in Women," Journal of Applied Psychology, XXIII
(1939), 488-494.

4Leona Tyler, Human
(New York: Appleton-Century-Crofts, 1947 ), p. 85.

5Barbara Ellen Summerville, "The Direction of Motiva-
tion in Women" (unpublished Master's thesis, Washington
State University, Pullman, 1968), p. iv.
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of Labor wrote, "Mary can choose whether they want to work.

Their choices have important social and cultural effects."1

In their study about female job mobility, Rosenfeld
and Perralla stated that the work plans for most women pre-
sent a great degree of uncertainty. Younger women, between
the ages of 18-24, expected to work about one to five years.

The expectatTEEFeported for discontinuance of work given

by women in the 18 to 34 age category concerned family obli-

gations. This reason was verified by studying women who

left the labor force in 1963 and had not re-entered by
February 1964. Eighty-nine percent of those women were
married, with pregnancy being by far the most important
reason why married women under 35 years left the labor

force.2 Previous studies on teacher mobility--as well as

this one--which are discussed in later chapters show that
family obligations and pregnancy play critical roles in
determining female teacher mobility.

III. SUMMARY

Understanding of and attention to career patterns
by administrators may, in time, help to reduce teacher mobil-

ity. For, if a stable faculty is desired, then superintend-
ents should seek: (1) males with at least four or five

years of teaching experience, (2) former teaching females
who have had all the children they expect to bear, or
(3) single females with teaching experience, but who may
not be interested in matrimony as a way of life. (We shall

assume competence in all cases.)

What this suggests, and it is our intent, is that
highly competitive superintendents actually "raid" those
schools, districts or states that cannot compete in the
teacher market place. The meager evidence presented thus
far in this study apparently shows that Oregon and Washing-
ton, at least, do attract (raid?) experienced as well as
inexperienced Idaho teachers. The evidence that has been
obtained from five previous Idaho turnover studies shows
that it is chiefly the economic gains that Idaho teachers
can receive that attract them to other western states. The

latter point will be discussed at greater length in this

monograph.

Too, if a superintendent is forced into hiring a

very large proportion of additional or replacement teachers

'Carl Rosenfeld and Vera C. Perralla, "Why Women
Start and Stop Working: A Study in Mobility," U.S. Depart-
ment of Labor, Bureau of Labor Statistics, Special Labor
Force Report No. 59 (Washington, D.C.: USGPO, September,
1965), p. 1077. From The Mbnthly Labor Review, Reprint No.
2476, September, 1965.

2Ibid., pp. 1077-1081.
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from graduating seniors, then he must face the reality that
the turnover rate of those novices will be exceedingly high,
especially if the graduates are young, single women. The
work of Charters and Whitener tacitly demonstrates that a
school district can unknowingly force itself into perpetuat-
ing rather high rates of mobility through hiring procedures,
i.e., seeking young single males and females and newly gradu-
ated teacher education candidates. School administrative
staffs must analyze not only the preparation of their col-
leagues, bt also age, sex, and experience if they are to
maintain a somewhat stable faculty.



CHAPTER 3

RESEARCH RELATED TO TEACHER MOBILITY STUDIES

Teacher mobility is a matter of increasing concern
to those persons associated with staffing the nation's
schools, especially personnel directors. As a result of
this concern, studies have been conducted in an attempt to
ascertain the magnitude of turnover within the nation,
state, or specific districts, and to identify key factors
which cause teachers to leave their positions. The studies
vary widely in scope and methodology. Consideration of the
findings of selected investigations will be of value in
identifying comparative data with which to evaluate Idaho
teacher mobility.

The following discussion of related research is sub-
divided into four areas of interest. The first is a brief
overview of the effects of teacher mobility; the second
deals with the extent of teacher mobility; the third with
stated causes of teacher mobility; and the fourth with com-
mon characteristics discernible in teacher mobility.

I. APPARENT EFFECTS OF TEACHER MOBILITY

Although most teacher mobility studies are primar-
ily concerned with either magnitude or cause of turnover,
the effects resulting from the withdrawal of teachers from
their positions cannot be ignored. Indeed, the effects of
continued high mobility, either interdistrict or intra-
state, may have cumulative adverse effects on curriculum
and staff planning. That is, as personnel who become know-
ledgable to innovations and the day-to-day implementation
of them, leave their jobs, continued and ever increasing
inservice education programs must be instituted within the
schools. This is, of course, a local problem--but it costs
time, effort--and, ultimately, money to orient new personnel.

A. R. Lichtenberger in a survey of teacher mobility
in Nebraska stated that:

Within reasonabir, limits, high ra of turnover
of personnel indicate lowered efficiency in any enter-
prise. Schools are no exceptions.1

1Rates of Teacher Turnover in Nebraska Public
Schools 1956-57-1957-58," Nebraska Research Brief, II, No. 1
Lincoln: Nebraska Department of Education, 1958), p. 1.
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Valiant efforts to improve teaching have limited
long-range results when teaching staffs are riddled
year after year through loss of teachers. A con-
cerned citizenry should fully understand the virtual
impossibility of maintaining good schools when teach-
ing staffs cannot be held together from year to year.1

As has already been briefly mentioned above, one of
the most serious outcomes of teacher turnover is the loss
of continuity in the instructional program. This aspect is
of grave concern to educators who are responsible for the
intellectual growth of pupils. Rulon Ellis, Superintendent
of Schools for the Pocatello, Idaho, School District, in
commenting on a 1967-68 school district turnover rate of
more than 23 percent, is quoted as stating that: "StIch high
turnover figures place the continuity of our total program
in jeopardy. We do not have the personnel or funds that
are necessary to supervise and conduct the inservice train-
ing and orientation programs these new personnel need to
fit into our system."4

A second disturbing aspect of :Aigh staff turnover
is the expenditure of time, energy, and money necessary to
replace experienced teachers. The efforts--whether cime
or monetary--are thus proportionately withdrawn from the
district's primary objectives or from other educational
priorities. Maurice J. Ross, Connecticut State Department
of Education, wrote that: "Exclusive of persons in new
teaching positions, more than one classroom teacher in ten
is new to his or her particular school district. This turn-
over may have considerable significance for instruction and
for leadership activities connected with instruction."3

William L. Cunningham, who studied teacher turnover
in selected districts of New York State, was particularly
concerned with interpersonal effects caused by staff turn-
over. According to Cunningham, the superintendent who is
faced with the problems of replacing a large number of
teachers must become involved in a heavy load of corres-
pondence, recruiting trips, and personal interviews. For
the principal, replacement of teachers necessitates orienta-
tion of new staff members to routines and procedures as
well as close supervision and evaluation of teachers'

lIbid., p. 9.

2As cited by Jo House, "IEA Sanction Causes Recruit-
ing Problems," :daho State Journal (Pocatello, Idaho),
July 16, 1968, p. 1.

Ifturice J. Ross, "Teacher Turnover, 1967-68,"
Research Bulletin No. 5, Series 1967-68 (Hartford: Con-
717-areut State Department of EducatiO717 April, 1968), p. 2.
(Multilithed.)



performance. The staff must establish new friendships and

professional relationships. The pupils must adjust to new

personalities, new expectations, and unfamiliar teaching

methods. Parents are concerned because a new teacher means

a relationship which may or may not be beneficial to their

children. The community also must react to teacher turn-

over by increased efforts to acquaint new staff members

with its facilities, activities, and traditions. Public

relations may suffer as a result of the community's lack

of confidence in a school district which consistently loses

a high percentage of teachers.'

A serious effect of teacher mobility is the neces-

sity for issuing "letters of authorization," or "emergency

substitute certificates" to people not fully qualified as

teachers. Even though, as in the state of Washington,

"emergency substitute certification is authorized only . .

when a qualified and regularly certified teacher is...not

available and when teaching position is essential,"4 the

result is lowered status and morale for teachers.

In the Pocatello, Idaho, School District many of

the Fall, 1968, vacancies were filled with qualified per-

sons, but according to Superintendent Ellis, many posi-

tions still may ultimately be filled by persons not pos-

sessing full qualifications. Where positions could not be

filled, TIM feared that some classes would have to be

dropped on the secondary level and class load increased on

both secondary and elementary level. "Under these condi-

A

tions I believe that the quality of education will deteri-

orate in the Pocatello schools during the next school

year," Ellis said.3

The NEA Research Division examined nearly a dozen

teacher turnover studies and reported on them in a research

memo issued in August, 1960. Data from the studies indi-

4'

cated that the greatest loss of teachers occurs in the first

three to four years of teaching. This information implies

'William L. Cunningham, "A Study of Teacher Turn-

over in Selected Districts of New York State" (unpublished

Doctoral dissertation, Teachers College, Columbia Univer-

1

sity, 1959), pp. 9-10.
2Louis Bruno, "Teacher Supply and Demand in Wash-

ington 1965-66," A report of a study directed by the State

Superintendent of PUblic Instruction (Olympia, Washington),

p. 11, Table XII. (Multilithed.)

1Rouse, op. cit., p. 1.

4National Education Association, Research Division,

"Some Whys and Wherefores of Teacher Turnover, ReseaL-ch

Memo 1960-24 (Washington, D.C.: NEA, August, 19-0)7-17-2.
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two conclusions: first, teachers are leaving whose compara-
tively recent education equips them for up-dating the sub-
ject matter and methods of the schools; and, secondly,
districts tend to lose teachers who, having served an
n apprenticeship," are in a position to offer experienced
leadership.

It is not, however, only the "new" teachers who
leave their positions. Teachers of long experience also
withdraw. In California, over a nine year period, nearly
thirteen percent of those who left the state had ten years
or more teaching experience.1 This represents a serious
loss to the schools involved.

Transferring teachers, though they do not affect
the total nationwide teacher supply, do affect the supply
and demand in individual school districts. States and dis-
tricts appear to compete on a regional basis with each
other, generally on the basis of salary, for the limited
supply of experienced teachers. The ratio of teachers mak-
ing intrastate changes to those making interstate changes
varies from state to state. In several states studied by
the NEA Research Division, intrastate movement was greater.2

According to Cunningham:

Some educators contend that a certain amount of
turnover is desirable; that new teachers bring fresh
ideas and renewed vigor to a district. To others,
however, this contention loses much of its logic when
defended in light of the dollar and cents expended in
recruiting, employing, and orientating a new teacher,
plus the time and energy consumed in making him an
integral part of the staff.3

Cunningham's analysis is most appropriate consider-
ing that there has not been an adequate supply of qualified
elementary school teachers since the World War II era.
Further, it has been since that period of time that ele-
mentary school teachers have been generally placed, for the
most part, on single salary schedules--a pay mechanism which
their secondary school counterparts have long had. Tradi-
tionally elementary school teachers have been paid less in
salaries than other teachers. A continued shortage in the
elementary teacher field will certainly cause a high degree
of mobility among those teachers who can and are willing to
move to districts with higher salary schedules and better
teaching conditions. Thus, a continued cycle of teacher
mobility.4

lIbid. 2Ibid. 3Cunningham, op. cit., p. 10.
4The writers do not wish to discuss the aspect of

providing merit increments for short supply teachers, or to
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II. EXTENT OF TEACHER MOLILITY

National Studies

In 1963, the U.S. Office of Education published the
results of a nationwide teacher turnover survey which con-
cerned the 1959-60 school year. Since that time the USOE
has not completed any further teacher mobility studies,
therefore reliable data showing the extent of teacher turn-
over for the United States since 1960 are now almost impos-
sible to locate.1

The national reports which are available for the
decade of 1957-66 reveal the following information. In
comparing the turnover of 1959-60 with that revealed by
their 1957-58 study, the USOE investigation found that on
a nationwide basis gross separations had dropped from 17.0
to 13.4 percent.2

In 1965 the National Education Association's Research
Division stated:

Some sampling studies of teacher turnover have set the
percent of annual withdrawals from service as high as
10.9 percent, but the Research Division's recent esti-
mates are a more conservative 8.5 percent--the loss
before next September (1965) of some 175,000 members
of the 1964-65 staff.3

From the data reported in the NEA's study, it may
be inferred that the national minimum mobility rate for
teachers fell between 8.5 and 10.9 percent of the total
teaching force. These minimum figures, however, were based
on withdrawals from teaching. The national teacher turn-
over rate for 1964-65 would be higher. The reader is cau-
tioned to note that the NEA's analyses are based on
Lindenfeld's data for 1959-60.

raise their salaries to attract more people as Kershaw and
McKean have discussed. The reason for our omission is due
to lack of time, since the topic would demand a thorough
treatment.

1Donald C. Orlich, "Idaho Teacher Turnover: 1965--A
Selected Analysis of the Problem," The Journal of Teacher
Education, XVIII, No. 4 (Winter, 1967), 447.

Lindenfeld, Teacher Turnover in Public Ele-
mentary and Secondary Schools 1959-60, Office of Education,
U.S. Department of Education, Circular No. 675 (Washington,
D.C.: USGPO, 1963), pp. 12-16.

3Teacher Supply and Demand in Public Schools, 1965,
Research Report 1965-R10 (Washington, D.C.: NEA, 1965), P- 29-
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An NEA Research Bulletin published in December,

1966, stated:

It is assumed that 8.0 percent of the number of
full-time teachers in 1965-66 have left the profes-

sion.1

A special survey of persons responsible for
teacher education and certification in state depart-
ments of education show that widespread shortages
of qualified teachers were observed in early Septem-
ber 1966. Of the thirty-nine states having suffic-
ient information to make a valid appraisal, thirty-one
reported having some or substantial shortages of
qualified applicants for teaching position vacancies.2

The estimated supply compared with the estimated
demand for beginning teachers in 1966 indicated that there
would be a critical shortage in the elementary school and
a selective shortage in the secondary school.J

Statewide Studies

A number of statewide teacher turnover studies have

been conducted. Some of these studies have been the sub-

jects of graduate theses; others have been sponsored by
State Departments of Education. The following is a summary
of selected findings of several recent state studies regard-
ing the extent of teacher turnover.

Alaska. Overstreet surveyed three hundred teachers

in Alaskg-NOil, On Base, District, and Bureau of Indian
Affairs Schools who indicated in the spring of 1960 that
they would not return to their 1959-60 positions. The
overall rate of teacher turnover in Alaska for 1959-60 was
found to be 34.2 percent. By class of schools the rates
were: Rural, 47.5 percent; Alaska On Base, 46.9 percent;
District& 26.3 percent; and Bureau of Indian Affairs, 42.8

percent.4

"A New Look at Supply and Demand," NEA Research
Bulletin, XLIV, No. 4 (December, 1966), 118.

2Ibid., p. 122.
3Ibid., p. 119.

4William D. Overstreet, "A Survey and Analysis of

the Reasons Teachers Gave for Leaving Their Positions in

Alaska in 1960" (unpublished Master's thesis, Department
of Education, University of Washington, 1960), pp. 42-43.

(Rural schools were those schools drawing their students
from isolated farms and villages. On Base schools served
the families of servicemen at military installations. Dis-

trict schools were those established in cities. Bureau of
Indian Affairs schools were those operated by the govern-
ment and serving Indian and Eskimo families.)
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"Of those teachers leaving their positions at the
close of the 1959-60 school year 36.3 percent had been in
Alaska one year, 24.3 percent had served two years in the
state, and T4.7 percent had three years in Alaska," stated
Overstreet.L

In other words, of the three hundred teachers leav-
ing their positions, slightly more than three-fourths of
them had served three years or less in Alaska schools.
Teaching in other Alaska schools was planned by 31.3 per-
cent of the turmover teachers. Those who planned to teach
in a different state or overseas comprised 30.3 percent of
the group.4

Connecticut. In April, 1968, the Connecticut State
DepartmeNT7TMation reported a 14.8 percent turnover
among the 27,977 full-time classroom teachers in the Con-
necticut public schools. During each school year between
the Fall of 1960 and the Spring of 1966 teacher turnover
had been slightly over 13 percent. In 1966-67, however,
turnover dropped to 9.7 percent. It rose again to its
highest point in a decade in 1967-68, i.e., 14.8 percent.
Turnover in secondary schools exceeded that in elementary
schools by 2.3 percent. New or inexperienced teachers
accounted for 56.2 percent of the new appointments."

Delaware. The Research Division of the Delaware
DepartmeTITOTIdalic Instruction in a report titled
"Teacher Mobility" indicated that in 1966-67 terminations
among professional educational personnel in Delaware
schools totaled 912. Of this number, 421 were elementary
school teachers, 411 were secondary school teachers, 68
were other instructional personnel, and 12 were adminis-
trators. The 912 people who left their positions in 1966-
67 equalled 17 percent of the 5,372 professional personnel
employed in the public schools.4

Kentucky. According to a Kentucky State Department
of Education report, the teacher turnover for that state
for the 1964-65 school year amounted to seven percent of
the entire instructional staff of 28,748 full-time profes-
sionally certified personnel. A total of 2,004 teachers

1
Ibid0, p. 43. 2Ibid.

3Maurice J. Ross, "Teacher Turnover, 1967-68,"
Research Bulletin No. 5 (Hartford: Connecticut State Depart-
ment of Education, April, 1968), pp. 2-3. (Multilithed.)

4Delaware Department of Public Instruction, "Teacher
Mobility" (Dover, Delaware, March, 1968), p. 1. (Multi-
lithed.)
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P

resigned their positions.1

New Hampshire. In 1967-68, the teacher turnover in
the state of New Hampshire totaled 1,449, or 27 percent of
the teaching staff. This was the highest turnover per-
centage reported in New Hampshire in a nine year period.2

New Jersey. Annually the New Jersey State Depart-
ment of Education reports on public school teacher turnover.
The number of teachers leaving their 1959-60 positions
totaled 7,234. In 1960-61 the number had increased to
7,464. The percent of total turnover, however, was not
reported. During each of the two years, 1959-60 and 1960-
61, approximately 25 percent of the turnover teachers
accepted teaching positions in other New Jersey public
schools. Those accepting teaching positions outside New
Jersey were approximately nine percent of the total turn-
over each year.3

Oregon.. In March, 1963, the Oregon Education
Association issued a research bulletin entitled "School
Personnel Turnover in Oregon 1961-62 to 1962-63." Of the
18,960 teachers employed in Oregon schools during the
1961-62 school year, 3,218 or 17.0 percent did not return
to their positions in the fall of 1962.4

In Oregon, "A total of 3,310 educators did not
return to their 1964-65 positions in 1965-5. There was a
15 percent turnover in teachers and a 10 percent turnover
in school administrators," stated a 1966 report on staff
mobility.5

Tennessee. In 1962 and 1963, the Tennessee Educa-
tion Association published annual compilations of data con-
cerning teacher turnover. The studies revealed that in
1960-61, the turnover in the state was an estimated 10 percent;

1 S. Kern Alexander, George Rush, and Mary Figg,
Teacher Turnover Study, 1966 (Kentucky: Division of Statis-
TTER70171ces Bureau of Administration and Finance, Ken-
tucky Department of Education, 1966), p. 11. (Multilithed.)

2Newell J. Paire, "Teacher Needs Survey, 1967-68,"

1

A report to the Administrative Staffs of New Hampshire,
rtDepament of Education,(August 29, 1967), p. 3. (Multilithed.)

3National Education Association, Research Division,
"Teacher Turnover and Teacher Loss," Research Memo 1963-17
(Washington, D.C.: NEA, July, 1963), p. 3.

40.E.A. Research Bulletint XXII, No. 4 (Portland,

1

Oregon, March, 1963), p. 2. (Multilithed.)

50regon State Department of Education, Division of

i

Administrative Services, Research Section, "Reporting
Research" (Oregon State Department of Education, March,
1966), p. 3. (Multilithed.)
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in 1961-62, 11.6 percent. In both years about 5 percent of
the state's classroom teachers were "lost to Tennessee."1

Utah. The 1960 study of the loss of teachers from
Utah classrooms indicated that the rate was about 12 per-
cent of the total number of teachers.2 In 1961, turnover
among Utah professional personnel equalled 10.97 percent,
and in 1962, 8.94 percent. In 1963, it rose to 11.49 per-
cent. During the following three years, 1964, 1965, and
1966, teacher mobility percentages were, respectively, 8.97,
8.86, and 9.86.3

Granite district, the largest school district in
Utah, which adjoins Salt Lake City and employing a total
of 2,465 personnel, reported a 1966-67 turnover of 13.8
percent. Salt Lake City, the next largest district in the
state had 18.5 percent turnover. The highest percentage,
27.3, was reported by the small district of Park City (22
staff members), east of Salt Lake City.4

Washington. According to the annual report,
"Teacher Supply and Demand in Washington State," 4,989 pub-
lic school teachers left their 1966-67 positions.5 This
equalled a 12.4 percent turnover rate. Five hundred eighty-
three of these experienced Washington teachers accepted
teaching positions in other states. One thousand three
hundred fifty changed districts within the state.6

West Virginia. In a summary of a "Teacher Dropout
Study" conducted by the West Virginia State Department of
Education, it was noted that 2,484 teachers left their
1967-68 positions in that state. Since the number of

1National Education Association, Research Division,
"Teacher Turnover and Teacher Loss," Research Memo 1963-17
(Washington, D.C.: NEA, July, 1963), pp. 4-5.

2National Education Association, Research Division,
"Teacher Turnover and Teacher Loss," op. cit., p. 5.

3Utah State Board of Education, "Status of Teacher
Personnel in Utah, 1966-67" (Salt Lake City: Utah State
Board of Education, No Date), p. 38, Table 31. (Multilithed.)

4Ibid., p. 39, Table 32. (Park City, it should be
noted, higiicellent winter sports facilities--especially
for skiing. Perhaps free seasons ski passes and a heavy
recruitment effort among "ski" colleges and universities
might be made.)

5Louis Bruno, "Teacher Supply and Demand in Wash-
ington 1967-68," A report of a study directed by the Wash-
ington State Superintendent of Public Instruction, p. 1,
Table I. (Multilithed.)

6Ibid., p. 10, Table XII.
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instructional staff for the same school year was 18,282,
the percentage of turnover among West Virginia teachers
for 1967-68 was 13.6.1

r

Summary of Possible Mobilit in Selected States

In an attempt to establish baseline data concerning
teacher turnover among the fifty states, a brief one page
questionnaire was mailed to each of the State's superintend-
ents of public instruction. In several cases, the respond-
ents supplied us with a survey of teacher turnover for that
state. In others, figures were provided to establish
indicative data about the magnitude of teacher mobility.
TEefiTETrmation requested was not adequate enough to deter-
mine a national mobility figure, but we were able to cal-
culate an indicative figure which illustrates the number of
and percent of full-time certificated employees (or full-
time equivalents in some cases) for the school years of
1966-67 and 1967-68. Thirty-four states supplied data that
could be analyzed.

The rationale behind Table 3-1 was that if we could
determine the number of teachers who were new to their
positions in the 1967-68 school year, we might establish a
"best guess" or indicator about the percent of teacher
mobility. By subtracting the number of new positions in
the 1967-68 school year, the school population growth fac-
tor over 1966-67 would be omitted from the calculations.

The major fault of our logic was that it did not
account for intradistrict mobility. That is, a teacher who
taught in grade six might move to a junior high school in
the same district and thus be classified as "new to the
position." Yet, even with this logical flaw we can infer
that the respective states could have a teacher turnover
percent that might equal or surpass that figure listed in
column nine. In the absence of accurate data about the
national teacher turnover rates, these "best guesses" are
justified. As each state begins to determine its own
teacher mobility and begins reporting to a central collec-
tion agency, exact data will be available for comparative
purpose.

Assuming the logic to be valid and the data to be
indicative it can be observed that the percent range for
states having teachers new to their positions for the 1967-
68 school year were: Nebraska with a low of 3.9 percent
(which is very surprising in light of the large numbers of

1
Data were supplied by the State Department of West

Virginia, Charleston, to the study team via a photo copy of
a summary of West Virginia teacher turnover. No date, page
or source was stated.
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very small sized school districts which traditionally have
had excessive turnovers) to a high of 35.6 percent in
Alabama. The median figure was 11.1 percent. Thus, one-

half of the 34 repor.ing states ghow that the percent of
certificated employees new to their positions in 1967-68
exceeded 11.1 percent, while one-half fell below the 11.1

percent figure.

Table 3-2 presents a summary of teacher mobility
for reporting states as previously discussed in this chap-

ter. By comparing the actual statewide teacher mobility
with the data in Table 3-1 (where comparable data exist),
the reader will observe some rather close parallels between
the reported turnover percentages and the percents computed
in column 9 of Table 3-1, "Percent New to Positions."

By taking the median of the most recent eleven

reported figures in TaErrI72, we obtained a median teacher
mobility figure of 14.8 percent. Obviously, we cannot
generalize to the nation. However, a reasonable inference
would lead us to speculate that the national teacher mobil-
ity rate would be in the proximity of at least 15 ?ercent.
Riture investigators will be able to test our prediction.

.ristrict Studies

Cook Cbunty, Illinois. In the March 10, 1968,
issue of Mica o's Sunday American, Wesley Hartzell reported
that among Cook County high school districts the 1966-67
school year teacher turnover rates ranged from a low of
seven percent to a high of 28.3 percent.1

Pocatello, Idaho. In a report to the Board of
Trusteei-OT the Pocateiro School District on July 15, 1968,

Superintendent of Schools Rulon Ellis said, "Resignations,
retirements, and leaves of absence since April 1 have thus
far created 131 vacancies in the Pocatello school system
for the 1968-69 school year." This figure, Mr. Ellis
pointed out, represents turnover in excess of 23 percent.

2

What causes the mobility among teachers? Section III
will attempt to analyze reasons for the data presented in
Section II.

Iliesley Hartzell, "How Ideal Is Your Suburb School?"

Chicago's Sunday American, TAMIL No. 44 (Chicago,
March-10, 1968), Section 1, p. 1.

2
Jo House, "IEA Sanction Causes Recruiting Problems,"

Idaho State Journal (Pocatello, Idaho, July 16, 1968), p. 1.
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TABLE 3-2

SUMMARY OF TEACHER MOBILITY FOR REPORTING
STATES DURING SELECTED YEARS

State
Percent of Reporting

Teacher Mobility School Year

Alaska 34.2 % 1959-60

Connecticut 14.8 1966-67
13.0 (average) 1960-66

Delaware 17.0 1966-67

Idaho 16.5 1966-67
16.5 (average) 1954-67

Kentucky 7.0 1964-65

New Hampshire 27.0 1967-68

Oregon 15.0 1964-65
17.0 1962-63

Tennessee 11.6 1961-62
10.0 1960-61

Utah 9.86 1965-66
8.86 1964-65

12.00 1959-60

Washington 12.4 1966-67

West Virginia 13.6 1967-68

Sources: See text and footnotes, passim, Chapter 3.



III. APPARENT CAUSES OF TEACHER MOBILITY

The traditional approach to a study of teacher
mobility is an attempt to explain why some schools have
high turnover and others have low turnover. However, as
W. W. Charters, Jr. has pointed:

Since turnover rates from school to school vary,
investigators have been encouraged to look for
determinants of them in differential attributes of
the schools--in teaching load, salary schedules and
fringe benefits, tenure provisions, community pro-
vincialism, or other conditions of work in the dis-
tricts from which teachers depart.1

It is this traditional approach which has been
employed by the turnover reports reviewed for this study.
Consequently, the following discussion will attempt to
identify causes of turnover as they relate to conditions
of work. For a broader perspective of teacher mobility,
the reader is encouraged to real Chapter 2 of this study
in which career patterns and general occupational mobility
are discussed.

National Studies

The U.S. Office of Education (USOE) turnover sur-
vey for 1959-60, the latest national study available, col-
lected information on teacher separations in terms of
administrative categories rather than in terms of teachers'

reasons for leaving their positions. Each separation was
classified into one of the following groups: On leave of
absence; Retired; Deceased; Changed to nonteaching job in
same district; Other, not classified above.2 Only in the
case of teachers who died do the categories show a cause of
turnover, since those who retired may re-enter teadirgrin
another district.

Of the 193,200 classroom teachers who were separated
from public school systems during the 1959-60 school year,
8.6 percent were on leave of absence; 8.4 percent retired;
1.6 percent were deceased; 11.6 percent were dismissed; and
3.1 percent changed to a nonteaching job in the same dis-
trict. "Other separations," a category which included

11W. W. Charters, Jr., "Some Obvious Facts About the
Teaching Career," Educational Administration Quarterly, III

(Spring, 1967), 150.
2
Lindenfeld, op. cit., p. 5.

-54-



t.

11

teachers who left the profession and those who transferred

to other school districts, accounted for 65.5 percent of

the national turnover.1 Women were more likely to leave
the profession by going on leave of absence or retiring

than were men. Men were more likely to be dismissed or to

change to a nonteaching job in the same district.

The USOE survey found some evidence of an inverse
relationship between teacher turnover and the size of the

school districts. Lower rates of turnover were found in

large school districts and higher rates in small districts

The size-turnover relationship is more marked among men
than among women. The difference between the separation

rate in the largest and smallest districts in 1959-60 was
approximately 2 percent among the women. It was almost 13

percent among the men teacher-L.2

According to the U.S. Office of Education survey:

Factors which may contribute to the greater hold-
ing power of the large school systems include working
conditions and administrative considerations. The

salary level tends to be higher in the large systems.
. . . Further, it seems more likely that a teacher
could be placed in a job most suited to his capabil-
ities and interests in a large rather than in a small

school system. Problems in a small system that could
be solved only by a transfer to another school system
might, in a large system, be solved by a tranafer
within the system . . . [also] women teachers are
likely to leave their own jobs to follow their hus-
bands if and when the husbands change jobs. But in

large metropolitan areas a change in job is less
likely to involve a move to another city.

Factors which did not appear to be corsi.stently

related to separation rate at the national level included
average salary paid, pupil-teacher ratio, growth in enroll-

ment, the relative number of men and women on the staff,

and the level of experience of the teaching staff.3

The 1966 NEA Research Bulletin, "A New Look at

Teacher Supply and Demand," discusses causes of turnover
briefly:

Increased demand for faculty personnel in higher
education, enlarged programs related to public educa-
tion, expansion of federal government-related place-

ment of teachers (e.g.. programs for pre-school children,

lIbid., p. 11, Table 6.

3Ibid., p. 14.
-55-
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military), and increased attractiveness of oppor-
tunities for college graduates in other occupations
probably are inflyencing the supply and demand
conditions.

Some reasons closely related to those listed by the
NEA for the reduction in the number of teachers were stated
by Orlich in 1967 when he stated that, "The recent funding
of federally supported education programs, such as the Job
Corps, Regional Education Laboratories, the National Teacher
Corps, and the creation of lucrative positions with Title
III of ESEA have further reduced an already short supply of
qualified teachers."2

Statewide Studies

Alaska. Overstreet's survey of teachers leaving
their panigis in Alaska in 1960, found that among Rural
teachers the apparent causes of turnover were isolation of
community, dissatisfaction with community, inadequate hous-
ing, inadequate salary, limited opportunity for advance-
ment, and dissatisfaction with school facilities.

Alaska On Base teachers listed as their reasons for
leaving their positions desire to travel, transfer of spouse,
inadequate housing, isolation, inadequate salary, dissatis-
faction with community and weather.

District teachers left their positions in Alaska
schools due to inadequate salary, the weather, desire to
undertake graduate study, inadequate housing, limited
opportunity for advancement, ond isolation.

Teachers in Bureau of Indian Affairs schools listed
limited opportunity for advancement, the high pupil-teacher
ratio, dissatisfaction with the principal, inadequate
salary, and isolation as their reasons for leaving their
positions.3

Two of these apparent causes of turnover--isolation
of community and the weather--appear to be peculiarly
Alaskan in nature.

Connecticut. Data concerning the reasons why
teacherirgrE= positions were not collected for the

177;;TAT Look at Teacher Supply and Demand," op. cit.,
p. 119.

2Orlich, "Idaho Teacher Turnover: 1965--A Selected
Analysis of the Problem," 224 cit., p. 447.

3Overstreet, pp cit., p. 44
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Connecticut State Department of Education report on teacher

turnover in Connecticut, 1967-68.1

Delaware. The largest number of Delaware teachers

who terminated employment following the 196E-67 school year

(160 of 912) accepted educational positions or public school

employment elsewhere in Delaware. One hundred thirty-nine

of the 912 accepted educational wsitions in another state

or country. A limited number (23) accepted nonpublic school

employment in Delaware. Ten accepted positions with the

State Department of Education or with colleges or univer-

sities in Delaware. Though these figures account for what

slightly more than one-third of the turnover teachers did

the following year, they do not explain why those leaving

their positions decided to do so. The 580 teachers not

included above left for various reasons. One hundred

twenty-one dropped out of teaching due to health and family

reasons, including maternity. Other reasons, in descend-

ing order of importance were: leave of absence, voluntary

retirement, husband transferred, left education for other

types of employment, administrative action, marriage, gradu-

ate study, abolition of job, failed to weet certification

standards, deceased and armed services.4

Kentucky. Economic factors were listed as the main

re-I3on for turnover among Kentucky teachers. Teachers who

mcned out of the state reported salary gains cf approxi-

mately $1,800. Teachers who moved within the state aver-

aged approximately $500 gains. Other major reasons for

turnover were a discouraging future outlook and unsatis-

factory working conditions.J

New Hampshire. The three main reasons why New

Hampshire teachers left their 1966-67 teaching positions

were as follows: approximately one-fifth moved to an out-

of-state public school; slightly less than one-fifth moved

to another New Hampshire district (again, these two reasons

indicate direction of move, lot cause); still fewer left

because of family reasons; approximately one-teuth retired.

Other reasons affecting only small'numbers of teachers were

formal study, service terminated by Board, change to non-

school employment, health, change to nonpublic school

employment, death, expired or revoked credentials.4

Ross, loc. cit.

2Department of Public Instruction, Research Divi-

sion, "Teacher Mobility," op... cit., p. 1.

3Alexander, op. cit., p.

4Paire, op. cit., p. 3.
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New Jersey. Approximately one-fourth of New Jersey's
turnover teachers had moved to another public school dis-
trict within the state at the close of both the 1959-60
school year and the 1960-61 school year. Nearly 9 percent
moved to districts outside New Jersey both years. The
reasons for transfer were not sought. Marriage or home
duties were the reasons for which the largest percentage of
teachers left their positions both years, with 26.3 percent
leaving in 1959-60, and 27.1 percent leaving in 1960-61.
Retirement or death claimed 14.8 percent in 1959-60 and
10.6 percent in 1960-61. Leaves of absence for maternity
were granted 7.3 percent of the turnover teachers both
years. Accepted employment other than teaching was the

reason resulting in slightly more than 7 percent of the New
Jersey turnover for each of the years reported. Small per-
centages left their positions each year to accept adminis-
trative positions within the district, to teach elsewhere
than in public school systems: or for leaves of absence for
reasons other than maternity.'

Oregon. Reasons given for certified personnel not
returning to their 1965-66 positions during the 190-67
school year in the Oregon public schools included:4

A position was taken in another district in
Oregon 36.7%

A position was taken in another district in

another state 16.3%

Left position without plans to seek other
employment (Not Retired) 13.7%

Retired 9.3%
Time taken to continue education 8.4%

Pregnancy 8.0%

A position was taken outside field
of education 4.5%

Deceased 1.8%
A leave of absence was taken for illness. 1.2%

Total . .

Tennessee. The reason most frequently given by
teachers for leaving Tennessee school districts was accept-
ance of a teaching position in another system. Twenty-one
percent of the turnover teachers gave this reason in 1960-
61, and 25.4 percent gave it in 1961-62. Again, however,

P- 3-

1"Teacher Turnover and Teacher Loss," op. cit., p. 3.

20regon State Department of Education, op. cit.,
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as in studies reviewed from other states, the causes of the

teachers going to other districts were not solicited. Next

in importance as a reason for leaving was leave of absence,

which in both years totaled slightly more than 15 percent.

"Became a full-time homemaker," was the reason given by

10.3 percent in 1960-61 turnover, and 12.9 percent in 1961-

62. Ten percent of 1960-61 turnover was due to transfer

of spouse. In 1961-62 this cause accounted for 11.8 percent.

Retirement, dismissal, acceptance of positions in fields

other than education, were the other major reasons given

both years by teachers who left their positions in Tennessee.1

Utah. Utah turnover teachers indicated that their

major reason for leaving their positions during the summer

of 1960 was the need to assume home responsibilities. Next

in importance were the inadequate salaries paid to Utah

teachers. The typical salary increase for those teachers
who changed within the state was $1,312. Those going to

other states to teach gained approximately $1,291. For

those entering other occupations the "typical" increase

was $2,004.

Besides home responsibilities and inadequate
salaries, the chief reasons given by Utah teachers for
leaving their positions were family moves, inadequate

salary potential, desire for new experience, excessive

class size, and shortage of teaching materials. Many

reasons for leaving concern community factors: lack of

recreational or social contacts, unsatisfactory housing,
unsatisfactory relations with students and parents, and

excessive extracurricular work.4

A different and more positive approach to teacher
mobility was utilized by the Utah State Board of Education

in its 1966-67 report on Utah teachers. Rather than asking

teachers who were leaving their positions why they were

doing so, the investi ators asked teachers new to Utah why

they came. Their reasons, not in order of importance,

included: to make or re-establish home in Utah, home already

in Utah, better educational opportunities or position,

church affiliation, climate, higher salary, better living

conditions, spouse returned for more schooling, personal

reasons, family reasons.3 Perhaps these positive reasons

"Teacher Turnover and Teacher Loss," op. cit.,
p. 5, Table 5.

2Ibid., pp. 5-6.3-
Utah State Board of Education, sp. cit., p. 150,

Table 137.
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for teacher mobility might have significance for the five

states--California, Idaho, Arizona, Nevada, and Oregonl--

which supplied the majority of the teachers new to Utah.

Virginia. The two major causes of resignations and

changes 171-55-aTions among instructional personnel in

Virginia in 1967-68 were marital responsibilities (including

marriage, household duties, or maternity), and transfer of

husband to another location. Other reasons for resignations

were, in descending order of importance, the acceptance of

a teaching position in another state or private school in

Virginia or another state, retirement, private employment,

illness, unsatisfactory service, death, replacement by certi-

fied teacher, and military service.2

yashingE2R. A summary of teacher turnover in Wash-

ington fiii7i-Ei-I-5-66-67 school year lists the following

causes,,and percentage of turnover teachers affected by each

cause.J.

1

Teaching in other Washington districts. . .20.8%

Teaching outside state 9.0%

Otherwise occupied:

; Hmemaking 23.6%

Other occupation 12.9%
5

Attending school 8.4%

i

No information

Retired
Armed services

10.3%

Ill or deceased
11.5%

Total . . . . 100.0%

3.2%

.3%

whEtal_Ean.l..!. The,"Teacher Dropout Report 1967-

]
68" for West Virginia gives.the following information on

causes of teacher turnover.4

]

Ll

Another job r.utside teaching field
Teaching posl.tion in another state
Teaching position in another county .

Retirement
Attending college
Leave of absence
Not qualified
Deceased

23.0%
16.2%

. .13.6%
15.6%
5.3%
5.1%
3.5%
2.0%

ifl

4ri

,

,

1,

Personnel,"1161=622alletiri (Virginia: Office of the
"Resignations and Changes in Positions Among Instructional

Superintendeht-[No DafeJ). (Mimeographed.)

4West Virginia State Department of Education,

Unknowr

%rum, op. cit., p. 11, Table XIII.

lIbid., p. 152, Table 139.
2 State Superintendent of the State of Virginia,
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Teacher Withdrawals

In a paper written on "Teacher Supply and Demand,"

Clifford D. Foster briefly discussed selected studies

related to teacher withdrawals--those who leave or quit

teaching. He wrote that:

Several studies used questionnaires to analyze

teacher withdrawals. Blaser (1965) attempted to

discover reasons why 70 men who had entered teaching

had later dropped out. The respondents placed

economic factors above all reasons. W. E. Steward

(1963) found that among respondents who were experi-

enced teachers, withdrawal was most influenced by

such factors as retirement, family-related factors

for women, and economic factors for men. Metz (1962)

analyzed 3,843 responses from a group of 4000 teachers,

and concluded that the majority of men quit teaching

because of low salaries, and women left for homemak-

ing responsibilities.1

Summary of the Apparent Causes of Teacher Mobilit

in Several States. The statewide studies concerning

teadher turnover which were reviewed for this study gen-

erally indicate that a variety of factors have influenced

teachers to leave their positions during the 1960's. It

is unfortunate, from the standpoint of those who seek to

know actual or perceived causes of turnover, that several

of the states list as reasons for turnover the transfer of

teachers to other teaching or non-teaching positions within

or without the state. Such an approach defines the direc-

tion of move; but it does not clarify the cause of such

mobility.

Summary Sheets of the 1967-68 Teacher Dropout Study and

Source of New Teachers Study_(Charleston: The Department

Wol)ateg7-1Photo copy otivar data.)

'Clifford D. Foster, "Teacher Supply and Demand,"

Review of Educational Research, XXXVII, No. 3 (June, 1967),

263. Foster cited: John Walter Blaser, Factors Contribut-

in to the Problem of Men Graduates from the Universit of
da o 0 Leavin4 the Teac ing Pro ession. Doctoral

dissertation, Moscow: University of Idaho, 1965, 218pp.

Abstract: Jissertation Abstracts 27:341A, No. 2, 1966.

Earl Clarence Metz, A Study rirPactors Influencir% the With-

drawal of Four Thousand Teachers from the Ohio Public

Sdhools and the Possfality of Their Rgturn. Doctoral dis-

sertation. Columbus: Ohio State Universlty, 1962, 167pp.

Abstract: Dissertation Abstracts 23:2808-2809, No. 8, 1963.

Wilbur Eugene Steward, Factors rnvolved in the Withdrawal

of Teachers Who Held the Same Position in Indiana from f951

to 1958. Doctoral dissertation. Bloomington: Indiana Uni-

versity, 1963, 158pp. Abstract: Dissertation Abstracts 24:

3185, No. 8, 1964.
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Chief among actual reasons given for females leav-

ing a position was the acceptance of home responsibilities,

includin* marriage and maternity. Transfer of spouse was

also an important factor closely related to home responsi-

bilities. The desire for increased salary was influential,

but was not listed as frequently as a reason for turnover

as it had been in earlier studies. This may be due to the

tendency in the studies, as discussed above, to list trans-

fer to other positions as a cause of mobility. Further,

most studies did not subdivide responses into male and

female categories. From previous studies conducted by the

investigators, it is imperative that such sex distinctions

be identified. Males and females seem to leave their

teaching jobs for very different reasonE.1

District Studies

Cook County, Illinois. Wesley Hartzell, writing in

Chicago's Sunday American, notes that the tendency toward a

new teacher "idealism" which tends in some cases to negate

the traditional causes of "turnover" such as salary, q

teacher-student ratio and lack of adequate facilities.'

Mr. Hartzell's viewpoint has been discussed in greater
detail in Chapter 2 of this study.

Pocatello, I Abp. Causes of teacher turnover for

1967-68 in the Pocatirni School District are listed simply

as "resignations, retirements, and leaves of absence."3

Mr. Rulon Ellis, Superintendent, adds, however, "We are not

competitive in the teacher mafket place. . . . We find that

the total economic package we can offer beginning teachers

is from $400 to $1,000 less than other recruiters.

Small Districts. Butefish's doctoral dissertation

is an attempt to identify causative factors of teacher

mobility in small communities. He listed the following

reasons as being most influentia1:5

1. Lack of opportunity for advancement.

2. Low salary scale.

10rlich, et.al., Teacher Turnover in Idaho Public

Schools: 1963, aria-I-Mho Teacher Mobility: 1965 (Pocatello:

Idaho State University, 1964 and 1966).
2Hartzell, op. cit., p. 1.

3House, op. cit., p. 1. 4rbid.

5William Lewis Butefish, "An Analysis of Causative

Factors in Teacher Mobility" (unpublished Doctoral disserta-

tion, Texas Technological College, 1967), reviewed in Dis-

sertation Abstracts, XXVIII (Ann Arbor: University Micirailms,

VOV767147-1767)7-1745-A.
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3. Inadequate facilities.
4. Lack of administrative consistency.
5. Inadequate supplies.
6. Excessive extra duties.
7. Poor relationships with superintendents.

IV. A SUMMARY OF COMMON CHARACTERISTICS DISCERNIBLE
IN TEACHER MOBILITY

In part teacher turnover reflects the mobility of
the American labor force which results in the movement of
workers from one geographic location to another and from
one kind of job to another. Transfer of teachers from one
position to another in the same state is common, and gen-
erally the rate of intrastate movement exceeds the rate of
interstate movement. A possible minimum derived percent
of turnover for the 1966-67 school year varied among
selected states from a possiblf low of 3.9 percent to a
possible high of 35.6 percent.'

Teacher mobility apparently results from a variety
of causes. Among women the major causes are homemaking,
maternity, and transfer of spouse. Among men, turnover
tends to result from the desire for advancement and the
need for increased salary. Other reasons, such as retire-
ment, return to formal stuay, military service, death, and
poor health account for small percentages of turnover. The
increased competition by federally subsidized educational
programs is a factor now influencing some teacher mobility.

It is the effect of teacher mobility upon the over-
all quality of education which most concerns professional
educators. In order to eliminate the dissatisfaction with
working conditions which frequently results in teacher
turnover, and consequently adversely affects the quality
of education, Hakel, Hollman, and Dunnette propose that
attention be given the following factors: Teachers should
be accorded the right to professional status and recogni-
tion; they should be allowed time and means to perform a
manageable task; they should be given personal consideration
and fair treatment; they should have available to them
leadership opportunities as well as the privilege of work-
ing under competent administration; and they should receive
from their work economic satisfaction and security.2

See Table 3-1.
2Milton D. Hakel, Thomas D. Hollman, and Marvin D.

Dunnette, "Stability and Change in the Social Status of
Occupations Over 21 and 42 Year Periods," The Personnel
and Guidance Journal, XLVI (April, 1968).
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If those suggestions by Hakel, Hollman, and Dunnette

are to be implemented, chances are that it will be through
greater teacher militancy and not external sources. Further,

the studies reviewed in Chapter 2 would tend to negate the
speculations of Hakel, Hollman, and Dunnette.

Chapter 3 has presented some data concerning the
relative rates of teacher mobility and general reasons for

these rates. Chapter 4 will present demographic and other
factors associated with teacher mobility.



CHAPTER 4

DEMOGRAPHIC INFORMATION RELATED TO TEACHER MOBILITY

Teacher mobility in Idaho, which is the chief
concern of this study, is related to and influenced by

a number of social factors. In order that teacher mobil-
ity may be viewed as part of a larger context, the fol-
lowing discussion will deal with characteristics
pertaining to teachers and the general population from
which they are drawn. A general discussion also relates
to the academic preparation of Idaho public school
teachers.

Y. SOME GENERAL POPULATION CHARACTERISTICS
PERTAINING TO TEACHERS

An inherent aspect of teacher mobility is that
of demography--the study of populations. Population
characteristics can best be understood through a brief
review of data concerning them.

Resident Population

Figures 3 and 4 show the percent of people
within selected age groups in Idaho and the United
States for 1960.1 Ages twenty through forty-nine
include the great majority of employable people in a

population. Most workers are drawn from these compara-
tively younger groups; yet, it is also true that many
workers are drawn from those older than forty-nine. In
general, however, the years from twenty through forty-
nine are optimum ages for employment. This generaliza-
tion applies with particular relevance to teachers
since preparation for a teaching career is seldom com-
pleted before age twenty-one and seldom begun after age
forty-nine. It is this thirty year period, then, that
is of importance in relation to teacher mobility,
because it is from the age group 20-49 that additions
and replacements for needed teachers may be drawn.

In 1960 Idaho's population within this age group,
35.86 percent, was 2.39 percent lower than that of the

1The authors regret that more recent, comparable
data are not available for use in similar tables for
more recent years.
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United States for the same age group. In each of the
sub-divisions within the age group, Idaho's percent of
population was slightly less than that of the United
States within comparable sub-divisions. This informa-
tion is illustrated more clearly in Figure 5, which
compares the proportion of Idaho males and females to
the proportion of males and females within the United
States in 1960. It is important to note that Idaho had
proportionately fewer people between the ages 20-64
than did the nation as a whole. A similar difference
existed in 1966 when the percent of population aged
21-64 was estimated at 49.5 for the United States and
46.7 for Idaho, a 2.8 percent difference.1

Harry C. Harmsworth's detailed study of Idaho's
population analyzed some of the above mentioned age

characteristics. As Harmsworth stated:

This atypical character of Idaho's age struc-
ture stems from the out-migration of young adults
above the age 20. The specific reasons why these
young people leave Idaho could be ascertained
only through rather extensive research outside
the scope of the present study. It seems a safe
assumption, however, that the primary reason is

economic--Idaho simply does not have the number
and variety of job opportunities at competitive
salaries to hold its young people at home.

It ia noticeable that Idaho, along with the
Nbuntain States, has a lower percentage of popula-
tion 65 years of age and over than does either
the Pacific States or the United States. In
accounting for this, it appears that a signifi-
cant factor would be the out-migration mentioned
above. When young adults leave the state, the
large majority do not return, which has the
effect of reducing the number of adults in every
age interval, including that above age 64.2

Harmsworth's "safe assumption" was, indeed safe

for male college graduates. A study completed in 1968
by William A. Kerns sought to identify those factors
which related to the egress of University of Idaho male

'National Education Association, Rankin s of the
States 1968, Research Report 1968-R1 (Was ington, .

NEA, 68 p. 8, Table 7.

2Harry C. Harmsworth, Population Trends in Idaho
1950-1960, Special Research Fund Project No-. 90 ('Roscow:
University of Idaho, August, 1964), p. 45.
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graduates from the state of Idaho during 1957 to 1967. The
primary reasons stated by respondents to Kerns' survey were,
in order of importance:

1. Occupational opportunities elsewhere.
2. Graduate school elsewhere.
3. 'Limited' opportunities in Idaho.
4. In U.S. Armed Forces.
5. 'No' occupational opportunities in Idaho.
6. Teaching pays less in Idaho.
7. More pay elsewhere generally.
8. Returned to native state elsewhere.1

Five of the eight primary reasons cat1 classified as
"economically related" raasons.

The first and second of 12 secondary reasons for
respondents leaving Idahs were: (1) Higher pay elsewhere
generally, and (2) Opportunities generally better elsewhere.

2

Further, 64.0 percInt of all respondents who left Idaho stated
that better pay or better opportunity was either the primary

or secondary reason for leaving the state.3

There can be little doubt that Idaho's out-migration
of rather young educated people is an economically related
phenomenon.

10221:N.1_Eaemlatkaa

Also pertinent to an understanding of Idaho's teacher
mobility problem are data concerning the school-age popula-
tion. Table 4-1 gives the number of school-age children,
ages five through seventeen, per one hundred adults, ages
twenty-one through sixty-four, within selected states and
the United States in 1968. Idaho ranks sixth among the
states in this respect, with sixty-one school-age children
for every one hundred adults. Throughout the United States
the average number of children per one hundred adults is
fifty-two. The number of children for whom Idaho must pro-
vide teadhers is proportionately greater than the number of

'William Alan Kerns, "Factors Relating to the Egress
of University of Idaho Male Graduates from the State of Idaho"
(unpublished Master's thesis, University of Idaho, Moscow,
1968), p. 53, Table 13.

2Ibid., p. 56, Table 15.
3
Ibid., p. 60, Figure 5.
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children for whom teachers must be provided by most other

states. Idaho hes 17 percent more school-age children than

the national average.

TABLE 4-1

NUMBER OF SCHOOL-AGE CHILDREN (5-17) PER 100 ADULTS

(21-64) WITHIN SELECTED STATES AND THE U.S.--1968

1. New Mexico 69

2. Utah 66

3. cMississippi 64

(South Dakota 64

5. Alaska 62

6. cIDAHO 61

(Louisiana 61

8. glinnesota 60

cMontana 60

(North Dakota 60

(South Carolina 60

13. Axizona 58

16. Wyoming 57

18. Colorado 56

26. Washington 55

36. Oregon 52

UNITED STATES (Average) 52

43. California
48. Nevada

49
47

S-a7MTrararrrgiaRcm Association, gesearch
Division, Rapkings of the States, 1968, Research Report 1968-

R1 (WashinFon, D.C. NEA, 1968), p. 8, Table 8.

It has been estimated by the National Education Associ-

ation that for the 1969-70 school year a total professional

staff of 10,206 persons will be required by Idaho schools to

meet properly the needs of the school-age population.1

Teacher Age.

Figures 6 and 7 and Table 4-2 depict the age distri-

bution of Idaho public school teachers in 1955 and 1960. The

1National Education Association, Teaching Career Fact
Book (Washington, D.C.: NEA, 1966), p. 10, Tab e 2. stimates

177rofessional staff needed for 1966-70 are based on a

ratio of 50 professional staff members to 1,000 pupils.)
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"atypical character of Idaho's age structure" noted by
Harmsworthl is particularly evident in the ages of Idaho's
male teachers.

TABLE 4-2

AGE DISTRIBUTION OF IDAHO TEACHERS--1955 AND 1960

Age

Men Women

1955 Survey 1960 Survey
No. % No.

1955 Survey 1960 Survey
No. % No.

Under
25 86 4.5 239 12.0 277 8.0 285 9.2
25-29 516 27.3 372 18.8 257 7.4 178 5.8
30-34 393 20.8 447 22.5 249 7.2 171 5.5
35-39 226 12.0 273 13.8 363 10.5 249 8.1

40-44 209 11.0 181 9.1 522 15.0 404 13.1
45-49 195 10.3 151 7.6 714 20.6 514 16.7
50-54 134 7.1 168 8.5 527 15.2 608 19.7

55-59 68 3.6 97 4.9 323 9.3 415 13.5
60-64 48 2.5 40 2.0 164 4.7 213 7.0
65 and
Over 12 .6 14 .7 72 2.1 44 1.4

Totals 1,887 99.7 1,982 99.9 3,468 100.0 3,081 100.0

Source: Idaho State Department of Education, About
Idaho Public Schools (Boise, No Date), p. 11. (MultilifEa.)
(Percentages computed and added to table by investigators.
Percentages do not total 100.0 percent in all cases due to
rounding.)

In 1955, the greatest number of men teachers, 516,
were between twenty-five and twenty-nine years of age. This
number decreased to 393 between ages thirty and thirty-four,
and to 226 between ages thirty-five and thirty-nine. The
number of men teachers between ages thirty-nine and forty-
nine remained fairly constant, then decreased again between
ages forty-nine and fifty-nine (see Figure 6 and Table 4-2).

Age distribution of women teachers in Idaho schools
in 1955 differed markedly from that of men. Two hundred
seventy-seven women teachers under age twenty-five were
employed that year. There were fewer women teachers between
ages twenty-five and twenty-nine, and still fewer between
ages thirty and thirty-four. The majority of women teachers

lIbid.
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in 1955 were between ages thirty-five and fifty-nine, with
the greatest number, 714, between forty-five and forty-nine.

By 1960 the age distribution of Idaho public school
teachers had shifted with the five-year time lapse so that
the greatest nuMber of men teachers, 447, were now between
ages thirty and thirty-four. More young men under age twenty-
five were employed than in 1955; however, in 1960, as in the
former year, the number of men teachers within each five-
year age group decreased after age thirty-nine. The one
exception to this pattern was in the fifty to fifty-four age

group which included more men teachers than did the fifty-
five to fifty-nine age group (see Figure 7 and Table 4-2).

Women teachers by 1960 were most numerous between

ages fifty and fifty-four, a circumstance resulting, as in

the case of men teachers, from the five-year time lapse.
Again, as in previous reporting, more women than men under
age twenty-five were employed. The number of women between

ages twenty-five and thirty-four decreased more noticeably

than in 1955. The majority of women teachers in 1960 were
between ages thirty-five and sixty-four.

Those reporting data for the Idaho State Department

of Education chose to shift age bases in reporting the
information for 1967-68, so the figures are not directly
comparable to those reported for 1955 and 1960. It is evi-
dent, however, that the greatest number of men teadhers, 701,
in 1967-68 were between twenty-six and thirty years of age.
A sharp drop in numbers was evident for the next higher age
group; there was nearly 200 fewer male teachers ages thirty-

one through thirty-five. The number of men within each age
group continued to decrease steadily thereafter (see Table

4-3).

The bi-wodal age distribution of women teachers in
Idaho schools is clearly illustrated in Figure 8. Six

hundred sixty-three young women between ages twenty-one aud
twenty-five were teaching in 1967-68. Slightly more than

half that number, ages twenty-six through thirty, taught
that same year. The number decreased for the next age
group (31-35); and then began to increase rapidly in mumbers.

There were 702 women, ages forty-six through fifty, 694 in

ages fifty-one through fifty-five, and 816 women in ages
fifty-six through sixty teaching in Idaho schools in 1967-68.
A sharp decline in numbers was evident for the sixty-one
through sixty-five age group. With sixty-five years of age
heralding compulsory retirement, very few women that age were

employed by the schools.

The reader is reminded of the drAinant career pat-
terns of teachers as discussed in Chapter 2 of this study.
The sex and age distribution patterns of Idaho teachers
illustrates dramatically the conclusions reached by Charters
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TABLE 4-3

AGE DISTRIBUTION OF IDAHO TEACHERS--1967-68 SURVEY

Age
Men

ANIIMMIIMINMENN

Women

Number Percent Number Percent

Under 21 0 0 2 .04

21-25 373 12.0 663 12.7

26-30 701 22.5 398 7.6

31-35 506 16.2 345 6.6

36-40 404 12.9 420 8.0

41-45 325 10.4 512 9.8

46-50 255 8.2 702 13.5

51-55 213 6.8 694 13.3

56-60 196 6.3 816 15.7

61-65 126 4.0 568 10.9

Over 65 21 .7 85 1.6

TOTALS 3,120 100.0 5,205 99.74

Source: Idaho State Department of Education, "Age
of Idaho's Professional Educators, 1967-68" (Boise: The
Department, April 15, 1968). (Mimeographed.) (Percentages
computed and added to table by investigators. Percentages
do not total 100.0 percent in all cases due to rounding.)
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and others. Further, it appears that the re-entry or pos-
sible initial entry for Idaho female teachers is at the age
of forty-five years.' The implications for a statewide
inservice education and the re-education program is most
obvious:

Figure 9 shows the median age for Idaho public school
teachers in 1955 and 1960. In 1955, the median age for men
was 34.33 years, or 6.13 years less than the median age for
women. By 1960, the median age for men had decreased
slightly to 34.25 years. For women the median age had
increased to 47.46 years. The difference between median
ages for men and women teacheri-irrgirhad, by 1960
increased to 13.21 years.

It is important to note that, as a group, the female
teachers in Idaho had increased in median age from 1955 to
1960. However, the males, as a group, did not show any
increase in median age. With the data Wrili-E-.aule to the
investigators, it was difficult to objectively assess this
phenomenon.

Median ages for U.S. public school teachers in 1962-
63 are shown in Figure 10. In the United States, median
ages for men and women differed by 11.9 years. Median ages
for Idaho teachers in both 1955 and 1960 were somewhat
greater than those for teachers in the nation in 1962-63.

Figure 11 shows the weighted mean average age for
Idaho public school teachers in April, 1968. The weighted
mean average age for women at the time was 44.1 years; for
men it was 37.5 years. Because the median age and the
weighted mean average age are two different types, but very
similar measures of central tendencies, no absolute conclu-
sions can be drawn between data reported on Idaho teacher
ages. However, the data indicate that younger women have
entered Idaho's teaching corps; and that the men are either
remaining longer or they, too, are re-entering, probably
at the age of thirty-one years.

Men teachers in the United States in 1966 were also
younger than women teachers, as shown in Figure 12. The
median age for men, 33.0 years, was about seven years
younger than that for women,4 since a much higher percent of
women than men were in the higher age brackets during the
1965-66 school year.

One could facetiously say that for the Idaho female
teacher, "Life begins at forty."

2"Characteristics of Teachers: 1956, 1961, 1966,"
NEA Research Bulletin, VL, No. 3 (October, 1967), 88,
Table 1.
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1955 1960

Figure 9. Median Ages for Idaho Public School
Teachers, by Sex, 1955 and 1960.

Source: Idaho State Department of Education, About
Idaho Public Schools (Boise, Nc Date), p. 11. (Multi:fined.)

TrErianaTITIENE-Foint above which 50 percent of the cases
fall and below which 50 percent of the cases fall.)

Ages
50

40

30

20

10

45.5

1iomen

33.6

men

Figure 10. Median Ages for U.S. Public School
Teachers, by Sex, 1962-63.

Source: "Interesting Facts and Figures on American
Education,'. NEA Research Bulletin, XLI, No. 1 (February,
1963), 3. (Note: These ages remained identical for the
1961-62 school year for both men and women. In 1956 the
national median age for women was also 45.5 years and 35.4
years for men. See the NEA Research Bulletin (October,
1967), p. 88, Table 1.)
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Ages

50

40

30

20

10

44.1

37.5

Women Men

Figure 11. Weighted Mean Average Age for Idaho
Public School Teachers by Sex, April, 1968.

Source: Idaho State Department of Education, "Age
of Idaho's Professional Educators, 1967-68" (Boise: The
Department, April 15, 1968). (Mimeographed.) (Weighted
Mean Average Ages computed by investigators.)

Ages

50

40

30

20

10

40.0

33.0

Women Men

Figure 12. Median Age for U.S. Pliblic School
Teachers, by Sex, 1966.

Source: "Characteristics of Teachers: 1956, 1961,
1966," NEA Research Bulletin, VL, No. 3 (October, 1967),
p. 88, Table 1.

-77-



On the national scene, female teacher median ages
have declined from 45.5 years in 1956 to 40.0 years in 1966.
The male median age decreased slightly during the same
period from 35.4 to 33.0 years. If we were able to compute
a median age for Idaho's teaching corps, it would fall
between the age category 46-50 for females and 31-35 for
males. By using age 35 for the male median age (assuming
normal distribution in the 31-35 age bracket from Table 4-3)
the Idaho male teacher would appear to be rather similar in
age to the national male median of 33.0 years in 1966--the
latest data available to us.

However, if the same assumption were made for Idaho
female teachers, i.e., that the ages were distributed
equally in age category 46-50, then the median age for
Idaho female teachers would be about 48 years. Thus, the
median age of the Idaho female teacher would still remain
eight years greater than that reported nationally by the
NEA in October, 1967, for the year 1966.1

In a booklet which was published in 1968 (and
received by us just prior to the completion of the final
draft), it was reported that as of the Spring of 1967, the
age of public school classroom teachers averaged 41 years
for women elementary school teachers and 39 years for
women secondary school teachers. The average age for male
secondary school teachers was 36 years. No elementary
school average was reported due to a dearth of males in ele-
mentary education.2

The NEA source stated that the average number of
years of teaching experience for all teachers was 12 years.
Further, it was reported that the average number of years
"in system of present employment" was 8 years.3

It is interesting and disturbing to note that in
comparison with at least two other states which border Idaho
(and gladly attract Idaho teachers) that the ages of Idaho
teachers tend to be higher than the ages of teachers
reported in Washington and Utah. For example, in Washington
in 1966-67, 59.7 percent of all teachers were between 20 and

1The use of different sets of dates seems confusing,
however, since comparable data are not available, interpola-
tions must be made. Future investigators can certainly test
our hypotheses.

2National Education Association, Financial Status of
the Publi%; Schools, 1968 (Washington, D.C.: NEA, 1968),
p. 21, Table 7.

3
Ibid.
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44 years of age.' In Utah, the same year, 64.8 percent of
all teachers were in the same age bracket.2 In contrast,
in 1967-68, 44.7 percent of Idaho's teachers were between
21 and 45 years of age. Fifty-five percent, or more than
half, were between 46 and retirement age--65.

These data aIl tend to substantiate our hypotheses
that the re-entry and possible initial entry into teaching
for Idaho females is at the age of 45 years. For those
women making their initial entry into teaching, it would
appear that they will be married, have raised a family,
and be "captive," i.e., be highly unlikely to be mobile,
either intra- or interstate. The male teachers have an
opposite problem. They enter at a younger age, about 25,
and then withdraw from teaching or leave the state to teach
elsewhere in the wtst.

Some possible solutions toward breaking this most
apparent cycle will be offered in the final chapter of this
monograph.

II. TEACHER PREPARATION

Academic preparation appears to have a direct effect
on teacher mobility. If state certification standards per-
mit persons to teach without first having at least a
bachelor's degree, there is the possibility that persons
who are short-time or non-career persons (usually women)
will have played an important role in helping to solve
Idaho's "teacher shortage." This position is backed by a
logic which asks, "Without temporary, non-career oriented
teachers, who would have staffed the classrooms?" Yet, the
incidence of a large number of non-career oriented teachers
appears to have had a depressing effect on: (1) teacher
salaries, and (2) the image of the occupational group.
These particular points are polemic and are beyond the
scope of this study Nevertheless, the issues must be
raised since there seems to be some relationship to non-
career teachers and the data which follow.

In the Fall of 1962, 31.9 percent of Idaho element-
ary teachers had less than standard certificates. Idaho
ranked forty-ninth of the fifty states in this category.
In Oregon, which ranked forty-eighth, 17.1 percent had less

1
Louis Bruno, "Teacher Supply and Demand in Wash-

ington, 1967-68," A report of a study directed by the State
Superintendent of Public Instruction (Olympia, Washington,
1968), p. 13, Table XV. (Multilithed.)

2
Utah State Board of Education, Status of Teacher

Personnel in Utah, 1966-67 (Salt Lake City, No Date), p. 36,
Table 30.
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than standard certificates--a very marked difference between
forty-eighth and forty-ninth places. At the same time,
Idaho ranked forty-seventh in number of secondary teachers
who had less than standard certificates, with 11.3 percent
in this category.

In 1959-60 the estimated pe_zentage of Idaho ele-
mentary school teachers with at least a bachelor's degree
was 39.2 percent. Idaho ranked forty-sixth among the fifty
states. In a national comparison that same year, Idaho had
the smallest percentage of elementary school teachers with
master's degrees, 0.7 percent

The level of education for secondary school teachers
in Idaho was much higher than that of elementary teachers.
It was estimated that in 1959-60, 99.5 percent had at least
a bachelor's degree. Idaho ranked eighth nationally in
this respect. Idaho secondary school teachers holdin4 a
master's degree totaled 19.3 percent, with Idaho ranking
forty-first among the fifty states.1

There has been a gradual increase in the number of
teachers entering Idaho's teaching corps with greater col-
lege preparation since 1960. Tables 4-4 and 4-5 show data
illustrating increased preparation for Idaho's elementary
and secondary teachers, respectively. This increase in pre-
paration has been due to the Idaho State Board of Educa-
tion's adoption of a certification standard which will
require a minimum of bachelor's degree to teach in Idaho by
1970. The academic preparation of Idaho's teaching corps
has shown dramatic improvements during the 1960's. The
focus of the State Board should now be on the problem of
keeping the better prepared teachers in Idaho.

III. SUMMARY

The population characteristics discussed above may
be summarized as follows:

1. In 1960, Idaho's percent of population between
ages twenty and forty-nine (35.86 percent) was slightly less
than that of the nation (38.25 percent) for the same age
group. A similar difference existed in 1966 when the

National Education Association, Research Division,
Rankin s of the States 1963, Research Report 1963-R1
Was ington, D.C.: NEA, January, 1963), pp. 26 and 28.
(Further information regarding educational attainment of
teachers in the United States is to be found in two pub-
lications by the National Education Association: Teaching
Career Fact Book and Teacher Supply and Demand in Public
Schools 1966. Both reports were published in 1966.)
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percent of population aged 21-64 was 49.5 for the United

States and 46.7 for Idaho, a 2.8 percent difference.

2. In 1968, Idaho ranked sixth highest among the

fifty states with regard to number of school-age children:

61 per 100 adults.

3. Ages of Idaho teachers varied greatly according

to sex in 1955, 1960, and 1967-68. Idaho male teachers

have been consistently younger and fewer in numbers than

Idaho female teachers. It also appears that the Idaho

female is older in years than those females teaching in the

USA, on the average. Some decline has been noted in the

average Idaho female teachers' ages between 1955 and 1967.

4. Each year since 1960 there has been a gradual

increase in the number of teachers entering Idaho's teaching

corps with greater college preparation.

The population characteristics summarized above pose

serious questions for Idaho's teaching corps. Chief among

these is the question of whether Idaho's schools, staffed

in large part by people over forty, most of whom are women,

and the majority of whom completed their teacher preparation

before their pupils were born, are capable of competing

with younger teachers, especially in the sophisticated

fields of curriculum, instructional technology, problem-
solving strategies, and personal interaction. The dearth

of male teachers, especially in the elementary grades also

poses a problem for possible bold steps to be taken in

teacher recruitment.



CHAPTER 5

SOME ECONOMICALLi A S SCCIATED ASPECTS
OF TEACHER MOBILITY

I. A SHOAT SURVEY OF MACHER SALARIES

Salary considerations are among the major fac-

tors affecting teacher mobility. In the Foreward to
the NEA publication, Economic Status of Teachers, 1266-
67, Glen Robinson wrote:

Salary, probably more than any other factor,
determines the relative strength of weakness of
any occupational group to attract and hold compe-
tent persons. The financial reward offered to
members of the te@ching prolession thus becomes
a critical issue.L

Teachin in Com etition with Business and Industrz

The teaching profeJsion loses both teachers and
prospective teachers to business and industry--which
pay a college graduate a starting wage which may take

four or five years for an individual with a comparable
education, entering the teaching profession, to achieve.
An NEA article, published in 1965, stated in part that:

According to a recent report, college graduates
with a bachelor's degree will be offered the fol-
lowing average beginning salaries in 1965: engineer-
ing, $7,404; accounting, $6,420; sales-marketing,
$6,300; business administration, $6,276. In the

school year 1964-65, 66.3 percent of this country's
classroom teachers, regardless of experience, will
be paid less than $6,500. It is not difficult to
see why many college graduates, faced with a choice
of teaching or some other field, accept the com-
paratively lucrative offers of business and
industry.L

1National Education Association, Economic Status

of Teachers, 1966-67, Research Report 1967-68 (Wash-
ington, D.C.: NEAT:1967), p. 4.

2Conditions of Work for Quality Teaching," NEA
Journal, LIV (March, 1965), 36. (Note: The mean refers
17-7Erarithmetic average and is the sum of the separate
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According to Gertrude N. Stieber, research
associate, NEA Research Division, a study comparing the
salaries of five professional groups--salaried account-
ants, auditors, attorneys, chemists, and engineers--and
the professional teacher indicated that:

The average salary of the five professional
groups in 1960, the first year the study was made,
was about $4,200 above the average paid classroom
teachers. In 1964, the most recent study reported,
the gap had widened to $4,784, or 80 percent Above
the classroom teacher average.'

A more recent source of information, The Economic
Status of Teachersi 1966-67, gives the following data
on trends in salaries paid teachers compared with
salaries paid workers in comparable professions:

Average starting salaries for men graduates in
June 1967 with bachelor's degrees will be $8,544
for engineers, $8,196 for physics majors, and
$6,780 for liberal arts graduates.

Average starting salaries in 1966 for women
with bachelor's degrees, employed by companies in
private industry, were $8,208 for women engineers,
$7,452 for majors in chemistry, and $6,984 for
women graduates in accounting. All of these
starting salaries are well Above the average
beginning salary for teachers with bachelor's
degrees.2

In Idaho, a beginning teacher with a B.A. degree
can expect to earn between $5,100 and $5,400 in his
primary job (see Table 5-1).

Teadher Salaries in Idaho Compared to Teacher
Salaries in the Nation and Selected States

According to data concerning the average salary
of public school teachers for the 1963-64 school year,
the state of California ranked first in the nation and

scores or measures divided by their number. The median
is that point above which and below which 50 perdiNE-R
all cases included in the distribution may be found.)

1Gertrude N. Stieber, "Teacher Salary Trends,"
NEA Journal, LIV (September, 1965), 20.

National Education Association, Economic Status
of Teachers,, 1966-67, pp. cit., p. 6.
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TABLE 5-1

ESTIMATED AVERAGE ANNUAL SALARY OF CLASSROOM TEACHERS
OF SELECTED STATES IN FULL-TIME PUBLIC ELEMENTARY AND

SECONDARY DAY SCHOOLS: 1962-63, 1964-65, 1966-67,
AND 1967-68

School Year Percent

of
Increase
1962-67

State 1962-63 1964-65 1966-67 1967-68

ROCKY MOUNTAIN STATES

Idaho $4790 $5150 $5875 $6045 26%
Arizona $6250 $6670 $7230 $7610 21%
Colorado $5675 $6025 $6625 $6900 21%
Montana $5150 $5635 $6000 $6375 23%
Nevada $6270 $6530 $7390 $7825 24%
New Mexico $5820 $6080 $6630 $6981 20%
Utah $5205 $5945 $6490 $6640 27%
Wyoming $5535 $5996 $6450 $7052 29%

WEST COAST STATES

California $7050 $7900 $8450 $8900 26%
Oregon $6050 $6470 $7000 $7550 25%
Washington $6245 $6400 $7330 $7750 24%

NATIONAL
AVERAGE $5735 $6235 $6821 $7296 27%

Sources for Figure 13 and-Tab e -1: U.S.
Department of Health, Education, and Welfare, Office of
Education, Di est of Educational Statistics 1964 Edi-
tion, Bulletin 1964, No. Washington, D U GPO
77-37. Also, National Education Association, Research
Division, Rankings of the States, 1963, Research Report
1963-R1 (Washington, D.C.: NEA, January, 19F:;), p. 29,
Table 33; 1965, Research Report 1965-R1 (,7ashicgton,
D.C.: NEA,M7ivary, 1965), p. 23, Tablc 29; 1967,
Research Report 1967-R1 (Washingtcw, D.C.: NM7Janoary,
1967), p. 26, Table 36; and 1968, Research Report 1968-
R1 (Washington, D.C.: NEA, January, 1968), p. 22,
Table 39.
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Utah raWced twenty-s;:ith. Idah r. ranked thirty-ninth.
1 For

the 1966-67 school year, the National Education Association
reported that California still ranked first. Utah twenty-
fourth, and Idaho thirty-eighth, a rise cf one step. For

the following year. 1967-68, California ranked first, Utah
twenty-eighth. and Idaho was in the forty-first position.2

The 1964 and 1966 Idaho teacher turnover studies
presented data showing that th ,. major reasons for teacher
turnover within Idaho were insufficient salary and other
fiscally-related problems. The major reason teachers left
the state was because of the higher salaries offered in
other states. Eighty-five percent of the responding turn-
over teachers stayed in the eleven western states: Montana,
Wyoming, Colorado, New Mexico, Arizona, Utah, Nevada, Idaho,
Washington, Oregon, and California.3 Without exception,
other western states paid higher average salaries to the
public school classroom teachers than were being paid in
Idaho during the school years 1962-63, 1964-65, 1966-67, and
1967-68 (see Figure 13 and Table 5-1). Also note in Table
5-1 that although the relative percent increase in Idaho's
salaries is comparable, it does not show any absolute gain.

In the preceding discussion on teacher salaries,
U.S. Office of Education and NEA estimates were used. These
sources were selected in order to utilize comparable data
for other western states. Since data are usually one or
two years dated, these estimates are very accurate indi-
cators of teacher salaries.

The Idaho State Department of Education also pub-
lishes a yearly average salary summary for all Idaho educa-

tors. Table 5-2 shows the average salary for all Idaho
educators from 1961-62 through 1966-67. These salary data
are slightly higher than the NEA estimates for the latter
are for classroom teachers only and exclude administrator's
salaries, which are included in the Idaho State Department
of: Education figures.

The school year 1962-63 showed the least gain of
this selected period. It should be noted that the teacher

1
"Ranking the States, 1963-64," NEA Research Bulle-

tin, XLII, No. 1 (February, 1964), 14.
2
National Education Association, Rankings of the

States, 1968, op. cit., p. 22, Tables 38 and 39.
3
Donald C. Orlich, Evelyn M. Craven, and R. D.

Rounds, Teacher TUrnover in Idaho Public Schools: 1963
(Pocatello: Idaho State UniVersity, July, 1964), pp. 65-74.

(Multilithed.) And, Orlich et al., 1966, op. cit., pp. 70-
72 and 85. See Also, Wi1liiBruce, "Teacher Turnover,"
The American School Board Journal, CIL (November, 1964), 29.



turnover at the end of the 1962-63 school year was the all-
time high for the state of Idaho of 1,341 individuals, or
18.66 percent of the total number of full-time profession-
ally certified personnel teaching in Idaho. This phenomenon
was reported during the 1966-67 school year when 1,313 full-
time teachers left their positions (see Table 1-1). There
appears to be an inverse relationship between Idaho fiii7nr
mobility and salary increases. tn years when salary
increases are low t ere fo lows a relatively high teacher
turnover. Conversely, years of high salary increases are
accompanied by relatively low turnover.

TABLE 5-2

AVERAGE SALARIES FOR ALL IDAHO PUBLIC SCHOOL EDUCATORS
FOR THE SCHOOL YEARS 1961-62 THROUGH 1966-67

School Year
Average
Salary

Average Increase
Over Preceding

Year

1961-62 $4761 $223
1962-63 $4886 $125
1963-64 $5163 $277

1964-65 $5354 $191
1965-66 $5856 $501

1966-67 $6012 $156

Saurce: Idaho Department of Education, Survey_of
Teachers' Salaries, School Year 1966-1967 (Boise, 1966)
pp. 4-5. (Mimeographed.) (All salaries paid to all pro-
fessional staff members are included in the above. Table
5-1 presents salaries of classroom teachers only. The
reader should compare data in Tab e 5-1 with data in
Table 5-2.)

Average salary figures, in themselves, are not the
entire picture. These data do not indicate the close rela-
tionship between teacher preparation and experience and the
prevailing single salary schedule. A large number of
minimally prepared teachers will lower any salary average,
as will a large corps of degreed, but inexperienced, per-
sonnel. In addition, average salaries do not recognize
"fringe benefits" that make particular districts attractive
to prospective teaching candidates.

A major salary problem in Idaho is the maximum
salary which a teacher can expect to achieve within a dis-
trict in a specified number of years. The 1967 Idaho Educa-
tion Association salary survey summarizes the 1967-68
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salary schedules for 102 of Idaho's 117 school districts.1

The IEA survey shows a wide range in the salary schedules

(not salaries). The lowest minimum salary schedule figure

for a bachelor's degree was $4,450 and ranged to a high

minimum of $5,400. The highest maximum salary scheduled was

$7,465. The lowest minimum scheduled salary for a master's
degree was $5,000 and ranged to a high minimum of $6,000.
The highest maximum reported salary schedule for an MA

degree was $8,575. The reader must remember that these
figures represent a salary schedule; whether or not any
teacher is at the maximum level is another matter.

Lest the reader think that the established salary
schedule maximums are "good," he should be aware that it
would take from seven to twenty-three years of teaching
experience to obtain the possible maximum salaries! There

is almost no possibility of doubling one's salary in a
period of ten years if one remains teaching in a single
Idaho school district. Tables 5-3 and 5-4 summarize the
Idaho Educati2n Association's 1967-68 salary schedule sur-
vey findings.4

When we compared the salary schedule maxima and
minima for the 1966-67 and 1967-68 school years, it was
observed that for 1967-68, there was an apparent increase
of approximately $300 in the beginning bachelor's and
master's degree scheduled salary throughout the state of

Idaho. However, when comparing the median salary schedule
maxima for teachers holding the bachelor's degree, there was

7177Einge. The median remained between the $6,300-$6,599
salary category for both 1966-67 and 1967-68. This could be
interpreted logically to mean that there was no substantial
raising of the scheduled maximum salaries for those holding
the BA degree in 1967-68.

Median salary schedule maxima for the master's
degree teacher fell between the $6,500-$6,999 category in

1966-67. During 1967-68, the median salary schedule maximum
was found in the $7,200-$7,499 grouping. Thus, in 1967-68,
there appeared to be about a $500 to $600 increase in the
maximum salary schedule for teachers holding a MA degree.

lIdaho Education Association, "Summary of Salary

Schedules: 1967-68," Research Bulletin, VI, No. 1 (May 26,

1967), 11 pp. (Mimeographed.)
2For two comprehensive reports on classroom teacher

salary schedules, the reader is referred to: Evaluation of

Salary Researdh
D.Ce:

NEA, 1966), price $1.25, Stock #435-13300; and Evaluation of
Teacher Salary Sdhedules, 1966-67 and 1967-68, Research
Report Ir967-R17, Research Division, NEA (Wasbington, D.C.:

NEA, 1967), price $3.00, Stock #435-13336.
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TABLE 5-3

MINIMUM AND MAXIMUM SALARY SCHEDULES REPORTED FOR THE SCHOOL
YEAR OF 1967-68FOR 102 OF IDAHO'S 117 SCHOOL DISTRICTS

FOR TEACHERS HOLDING AT LEAST A BACHELOR'S DEGREE

Salary Range
Salary Schedule Minimum Salary Schedule Maximum
Number of Districts

Reporting
Number of Districts

Reporting

$4499 or less 1 0

$4500-$4799 3 0

$4800-$5099 45* 0

$510045399 43** 3

$5400-$5699 10 2

$5700-$5999 0 6

$6000-$6299 0 23

$6300-$6599 0 29* and **

$6600-$6899 0 22

$6900-$7199 0 9

$7200-$7499 0 5

$750047799 0 2

$7800 and
over 0

Total 102 102

ource: daho ducation Association, "Summary o
Salary Schedules: 1967-68," Research Bulletin, VI, No. 1
(September 6, 1967), 11 pp. (Mimeographed.) And, "Summary of
Salary Schedules: 1966-67," Research Bulletin, V, No. 1 (May 26,

1966).
Note: A district salary schedule is the adopted board

policy wherein a teacher will receive known salary increments
for a period of specified years--usually ten years. Once the
maximum increment or step has been attained, a teacher remains
"at the top" of the schedule without any yearly guaranteed
salary increase.

*Indicates median salary schedule category for 1966-67.
**
Indicates median salary schedule category for 1967-68.
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TABLE 5-4

MINIMUM AND MAXIMUM SALARY SCHEDULES REPORTED FOR THE SCHOOL
YEAR OF 1967-68 FOR 102 OF IDAHO'S 117 SCHOOL DISTRICTS

FOR TEACHERS HOLDING AT LEAST A MASTER'S DEGREE

Salary Schedule Minimum Salary Schedule Maximum
Salary Range Number of Districts Number of Districts

Reporting Reporting

$4499 or less 0 0

$4500-$4799 1 0

$4800-$5099 4 0

$5100-$5399 24* 0

$540045699 50** 1

$5700-$5999 22 1

$6000-$6299 1 1

$6300-$6599 0 9

$660046899 0 10*

$6900-$7199 0 28*

$7200-$7499 0 20**

$750047799 0 17

$7800-$8099 0 8

$8100 and
over 0 7

Total 102 102

urce: Idaho Education Association, "Summary of Salary
Schedules: 1967-68," Research Bulletin, VI, No. 1 (September 6,

1967), 11 pp. (Mimeographed.) And "Summary of Salary Sehedules:
1966-67," Research Bulletin, V, No. 1 (May 26, 1966).

*Indicates median salary schedule category for 1966-67.
**
Indicates median salary schedule category for 1967-68.



Again, we caution the reader to understand that what appears

on a saTaTiZEZaule and the number of teachers receiving

that salary has no relationship.

Further, Table 5-3 shows that five Idaho school dis-

tricts had maximum salaries which were exceeded by the begin-

ning teachers' salary in fifty-three other Idaho school

districts. One need not leave Idaho to raise his teaching

salary.

In the final chapter of this report, we shall present

additional data concerning classroom teachers' salaries for
1967 for the Rocky Mountain and West Coast States.

Effort was made to bring Idaho's teaching salaries

up to a competitive level for the 1966-67 school year. How-

ever, this progress was minimized the following year (1967-

68) when a token increase averaging $156 was obtained. As

of 1968, Idaho is forced into a non-competitive role in

teacher recruitment in the geographic area in which it must

attract teachers.

It must be remembered that Idaho teachers' salaries

have not been competitive during the twenty-five year
period between 1943 and 1968. What this means is that
greater financial effort must be exerted just to maintain

the status quo. To attract better academically prepared

teachers, even greater financial effort must be exerted.

II. LEGISLATED SALARY MINIMUMS

To observe that the area of salaries has been some-
what neglected, one need only refer to the Idaho School

Codes. There, in Section 33-1219, is spelled out the
state's mandatory and minimum salary schedule. In Idaho,

the minimum allowable -s71777for a teacher with four years

of accredited college training (BA equivalent) is $2370.

Table 5-5 presents the state of Idaho's legislated salary
minimums. To say that they are obsolescent is a redundant

statement. This is one section of the education codes that

must be amended to reflect current economic conditions,

e.g., all categories could be revised upward at least

$3,300.1.

1For the reader who would like to pursue the topic

of salary schedules and minimum salary schedules, he is

directed to State Minimum-Sala Laws and Goal Schedules

for Teachers searc eport l's. 8, search

DTVIR717Frati7511--Eauca t ion Association, Stock #435-13298,
$1.00, c/o NEA, 1201 Sixteenth Street, N.W., Washington,

D.C. 20036.
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TABLE 5-5

MINIMUM SALARY SCHEDULE FOR IDAHO TEACHERS
AS SPECIFIED BY THE IDAHO CODE

Year of Years of Accredited College Training
Service
Being
Rendered Two Three Four Five

1 $1920 $2120 $2370 $2570
2 $1965 $2180 $2442 $2660
3 $2020 $2240 $2514 $2750
4 $2065 $2300 $2588 $2840
5 $2100 $2360 $2658 $2930
6 $2145 $2420 $2730 $3020
7 $2190 $2480 $2802 $3110
8 $2235 $2540 $2874 $3200
9 $2235 $2540 $2946 $3290

10 $2235 $2540 $3018 $3380
11 $2235 $2540 $3090 $3470

705117Zerrigh7737177731ume 6A 7sect19,1,
p. 83.

In its July 1, 1968, report, the Idaho Task Force
Committee for Education adopted twenty-six specific recom-
mendations concerning Idaho's public education systems.
The report stated in part:

RESOLVED, That the following recommendations be made
to Citizens' Advisory Council on Education, The State
Board of Education and the Fortieth Legislature. . .

The report then presented its recommendations. Among
those appropriate to the discussion on salaries are the fol-
lowing:

24. To participate in foundation program funds,
the minimum salary which a certificated teacher with
a bachelor's degree may be paid be no less than
$5400.

Council Comment. The Advisory Council felt the
minimiim salary of $5400 was an agreeable figure; how-
ever, it was felt it should insert the words 'for the
year 1968-69.' In other words, five years from now
this particular minimum salary could be out of date
and would surely have to be updated from year to year.
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26. The total average compensation including major

fringe benefits of Idaho school personnel be brought

into line with the total average comparable compensa-

tion of school personnel in the states of Montana,

Utah, Wyoming, and Colorado. We further recognize

that much of the competition for Idaho teachers

originates in the states of Oregon, Washington,

California, and Nevada and must be considered in the

determination of teachers' compensation.1

The Committee's report can be defended both logically

and empirically. If these two recommendations are adopted

by the Idaho Legislature in 1969, a major stumbling block

toward keeping Idaho teachers in Idaho will be partially

solved.

Tables 5-3 and 5-4 add evidence to our conclusion

that Idaho must exert even greater financial effort to com-

pete for qualified teachers. These two tables reflect the

salary schedules under which nearly all Idaho classroom

teachers were affected for the 1967-68 school year.2 It

can be observed that the maxiMum bachelor's degree salary

schedule ($7499) for 99 of 101-school districts for Idaho

classroom teachers in 1967-68 is exceeded by the estimated

1967-68 average teachers' salary in sixteen of the fifty

United States. Further, in 1967-68, the western states of

California, Arizona, Nevada, Washington, Oregon, Wyoming,

New Mexico, and Colorado all reported an estimated average

salary for all teachers in public schools of $6900 or

greater.3

In all but thirty-two Idaho school districts, the

1967-68 schOol year maximum salary schedules for teachers

with master's degrees-47499) will be below the average
classroom teachers' salary in Oregon, Arizona, Washington,

Nevada, and California.4 What this means, then, is that

Idaho must continue to put forth greater financial effort

OMEIMIMMIINM

"Recommendations for the Public Schools of Idaho

by The Idaho Task Force Committee for Education," Idaho

State Department of Education, Designing Education for the

Future (Boise, July, 1968), pp. viii, 8 and 9.

2There are 117 Idaho school districts, but 102

reported their salary schedules. The remainder do not have

salary schedules or did not respond to the IEA salary

schedule survey. Those districts not responding accounted

for less than 100 classroom teachers, or about 1.4 percent

of all of Idaho's classroom teachers. Stated positively,

about 98 percent of Idaho's classroom teachers work under

the salary schedules reported in the IEA study.

3Rankings_of the States, 1968, ok. cit., p. 22,

Table 39.
4Ibid.
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during the 1965-71 biennium. In connection with these find-
ings, it is well to note two points made by Kershaw and McKean,
who, in a study conducted under the auspices of the Ford
Foundation and the RAND Corporation, concluded that:

1. Salarie-s siguificantly influence the s.Ipply of
applicants from which school officials can choose and
thf.!refore influence the quality of the teaching staff
in various assignments.

2. Salary differences of one or two thousand dol-
lars per year have substantial impacts on thf ability
cF schools to attract well-trained teachers.L

These conclusions are somewhat similar to those made by
Sorens:In, who, in 1958-59, studied the salary structure of
Nebraska school districts.2

III. "MOONLIGHTING"

Inadequate salaries inevitably result in efforts to
remedy the situation. Among teachers, such efforts fre-
quently take the form of "moonlighting," or multiple job-
holding. A Special Labor Force Report stated that:

Multiple jobholding rates vary with the worker's main
occupation. As in prior surveys, moonlighting rates
in May, 1966, were highest among men who were teachers--
1 out of 5 had a second job. Some elementary and high
school teachers may moonlight because they have an
opportunity to take evening jobs at school in some pro-
fessional activity, but other evidence suggests that
the most likely explanation is the comparatively low
earnings of teachers. The dual jobholding rate of
other male professional and technical workers is high,
but less than half that of teachers.3

Harold W. Guthrie's article, "Who Moonlights and
Why?", suggests that the teaching profession is an economi-
cally deprived one and that men teachers, particularly those
who are married with a non-working wife, must moonlight to

1Joseph A. Kershaw and Roland N. McKean, Teacher
Shortaffes and Salary Schedules (New York: McGraw-iiirrgEok
ompany, P-

2Kirk Mile:, Sorensen, "A Preliminary Study of
Classroom Teacher Salaries in Nebraska Schools" (unpub-
lished Doctoral dissertation, University of Nebraska,
Lincoln, 1961).

3Harvey R. Hamel, "Moonlighting--An Economic Phenome-
non," Monthly Labor Review (Octdber, 1967), pp. 21-22.
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maintain a standard of living commensurate with their pro-

fessional status.1

Though moonlighting may be a common practice, it too

frequently results in frustration for teacher and student,

for the energy which should be used in the classroom may be

consumed by the extra job, in which case the pupils do not

receive the full measure of the teacher's knowledge and

ability.2

IV. PROGRESS TOWARD EQUITABLE SALARIES

Hovever disheartening the teacher salary picture

may appear, it should be noted that progress has been and

is being made. Teacher salaries are seldom assigned on the

basis of sex as was previously the case. Instead, salaries

are now generally determined on the basis of training and

experience. The single salary schedules used by many dis-

tricts have reduced the inequalities which formerly existed

between elementary school and secondary school teaching

salaries. Although, men have many more opportunities for

extracurricular activity pay, such as coaching.

The Delegate Assembly of the Idaho Education Associa-

tion at its March, 1968, meeting approved the following

recommendations regarding salary schedules:

1. Recommended Guidelines for Salary Schedules.

The IEA recommends the following guidelines to be used

in establishing and revising salary schedules at the

local level: Professional Salary Schedules should:

a. Be cooperatively developed through the process

of professional negotiations by school board
members, administrators, and teachers.

b. Be based on preparation, teaching experience,
and professional grawth.

c. Be based on the index or percentage increase

system to insure proportionate adjustments at
all steps and training levels.

d. Establish a minimum salary for classroom
teachers on the preparation level of no less

than the bachelor's degree.

1Harold W. Guthrie, 'Who Moonlights and Why?"

Illinois Business Review (March, 1965), p. 8.

2This assumption has been used against married women

teachers as well.
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e. Include a starting salary high enough to attract
highly competent people into the profession.

f. Provide large enough yearly increments and train-
ing level increases to insure security and sat-
isfaction for career teachers.

g. Provide a maximum salary at least double the
bachelor's degree minimum for professionally
qualified teachers with a master's degree or
beyond.

h. Encourage and provide for professional growth
by establishing specific salary classes for
successive levels of training through the
doctor's degree.

i. Establish intermediate preparation levels less
than a full academic year beyond the bachelor's
degree.

j. Incorporate by salary ratios based on relative
responsibility extra pay schedules for person-
nel such as department heads, team teaching
leaders, coaches, supervising and administra-
tive staff, and personnel involved in extra-
curricular activities.

k. Provide extra pay addends for teachers involved
n curriculum planning, project development,
research and other professional responsibilities
carried on beyond the regular school year.

1. Provide additional 'longevity increments' to
teacher beyond the maximum levels of the
salary schedule.

2. Seventy Percent M & 0 Budget. The IEA recom-
mends that at least 70% of the M & 0 budget, after
subtracting transportation, be used by school districts
for teacher salaries.

3. Regional Committees. The IEA recommends that
each PR and R Region Director be responsible for estab-
lishing a regional salary scheduling committee made up
of persons who have attended NEA salary schools plus
selected superintendents who may be available to assist
local associations on a cousultive basis in developing
improved salary schedules.L

1.

(Boise, Idaho, Aprif-15,
The Newsletter, Idaho Education News, XXII, No. 9

1968), 4.
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In addition to the above guidelines for salary
schedules, the following salary schedule was also adopted
by the IEA as the recommended schedule for the 1968-69
school year:

Level Percentage BA MA
of Base (1.00) (1.15)

1. (1.00) $5600 $6440
2. (1.05) $5880 $6720

3. (1.10) $6160 $7000
4. (1.15) $6440 $72140

5. (1.20) $6720 $7560
6. (1.25) $7000 $7840
7. (1.30) $7280 $8120
8. (1.35) $7560 $8400
9. (1.40) $7840 $8680

10. (1.45) $8120 $8960
11. $9240
12. $9250

The above salary schedule is based on $5600 beginning
salary for BA with 5% increment on the base. It was recom-
mended by the IEA that the schedule be increased approxi-
mately 8% each year until Idaho's salaries were competitive
with other states. This would mean that the 1969-70
recommended salary for beginning BA salary would be $6,000.1

A strong stand by the IEA in favor of increased
salaries should have a beneficial effect upon the teacher
salary situation in Idaho. However, it should be realized
that the IEA's second major point--receipt of 70 percent of
the M and 0 monies for salaries--is contingent entirely on
the assessment ratios in the various counties. Few counties
have ever assessed property at the legislatively prescribed
levels Thus, it would behoove those in education to watch
very carefully the county assessment ratios in order to
obtain the legally approved amount of property tax due to
public education.4

V. TEACHER MORALE AND MILITANCY

Morale and militancy are two concepts which are
playing increasingly important roles in the professional

'Ibid., p. 8.
2For a thought provoking discussion on Idaho tax

structure, the reader is referred to Cornelius A. Hoffman,
An Evaluation of the Idaho Tax Structure (Pocatello: Idaho
State University, 1964). A more general, but most applicable,
article on property taxes is: Donald C. Orlich, "The Role of
Property Taxes in Financing the Public Schools," Part I and
Part II, The American School Board Jourmal. CL (November,
1965, pp. I6-1/, and December, 1965, pp. 15-16, 39 and 52).
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lives of the nation's teachers. The relationship of morale
to the well-being of the individual and, consequently, to
the quality of work he produces has long been recognized as
a vital factor in the lives of teachers and in the success-
ful operation of schools. Militancy among teachers, on the
other hand, is a fairly recent phenomenon, in keeping with
the present era of political activism. Teacher morale and
teacher militancy are both closely related to the problem
of teacher mobility.

Teacher Morale

The teacher who derives a sense of satisfaction and
personal worth from his work will stay in his position. The
factors which contribute to such an attitude vary in impor-
tance with the individual. High or low morale among
teachers as a group results from the interplay of these
factors.

Surveys conducted by the George Peabody College
indicate that the most common causes of poor morale among
teachers are:

. . inadequate salaries, large classes, poor adminis-
tration, lack of a daily period for relaxation, unsat-
isfactory plant and buildings, and lack of teacher
materials and adequate equipment. Other causes in
order of importance were: absence of democratic admin-
istrative procedures and sharing in policy making; lack
of cooperation of the public or of boards of education,
impoverished social and recre#tional life; and inadequate
provision for teacher tenure.1

All of the foregoing causes of poor morale have
been listed by Idaho's turnover teachers as influencing
their decisions to leave their positions since 1955 when
systematic studies of Idaho teacher mobility began.

Another factor which affects morale is that of mis-
assignment of teachers. In the NEA publication, The Assign-
ment and Misassignment of American Teachers, it stated:

Our most earnest claims to professional status are
undermined if anyone can be assigned to teach almost
anything: if a history major who has six college credits

1
Department of Classroom Teachers of the National

Education Association, Conditions of Work for Quality Teach-
ing (Washington, D.C.: NM, 1959), p. 11.
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in chemistry can become a chemistry teacher overnight,
or if a high bchool physical education teacher can take
over a second grade without any preparation in the
teaching of reading, or if a new teacher who is from a
socially and racially homogeneous suburban community
and who has a low tolerance for cultural and attitudinal
differences is assigned to a school crLaracterized by
cultural and racial differences and tensions.1

Misassignment occurs in almost every type of geo-
graphical setting and educational setting imaginable, with
the greatest percentages involving misassignments in rural
communities and in high schools.2 One piece of evidence
supporting this claim is Thomas' finding that during the
1961-62 school year, 52 percent of all classes taught in
Richfield and Dietrich (Idaho) High Schools were taught by
teachers without either a major or minor in the area--gross
misassignment, at best.3

Contributing to lowered morale are the lowered status
of the profession as a result of misassignment and the frus-
tration experienced by individual teachers faced with teach-
ing situations they are not prepared to handle.

Lack of sufficient, certified personnel to adequately
staff the schools has resulted in many districts in the
issuing of "letters of authorization" or "emergency substi-
tute certificates." These are temporary permits, generally
of one year duration, permitting individuals without proper
certification to teach where an emergency situation exists.
During the 196§-67 school year two percent of Washington
state teachers4 and 1.4 percent of Utah teachers5 taught on
this basis. Information is not available regarding the
percentage of Idaho teachers who taught on emergency certi-
ficates in 1966-67. In the Pocatello School District in

1Paul M. Ford (ed.), The Assignment and Misassign-
ment of American Teadhers, National Commission of Teacher
Nucation and Professional Standards (Washington, D.C.: NEA,
1965), p. v.

2Ibid., p. 9.

1Neil Thomas, "Am Investigation into the Cost of
Transportation in School Districts 314 and 316 of Lincoln
County, Idaho, and The Estimated Cost in a Reorganized
District" (unpublished Master's paper, Idaho State Univer-
sity, 1963), p. 63.

4
Bruno, "Teadher Supply and Demand in Washington

1967-68," op. cit., p. 12, Table XIV.
5
Utah State Board of Education, Status of Teacher

Personnel in Utah 1966-67, az, cit., p. vi.
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1967-68, 70 of 527 full-time and part-time classroom teachers
taught with "provisional certificates," which is the term
used by the district to designate emergency certificates.1
This amounted to 13.3 percent of the district's classroom
teaching staff.

The statewide sanctions imposed on Idaho schools by
the NEA for the 1967-68 school year will, no doubt, result
in increased issuance of letters of authorization in the
state. Such action tends to lower the status of the teacher
as a professional person and consequently the morale of
teachers in general.

An interesting sidelight to the consideration of
teacher morale and the rather general feeling among teachers
that the profession has low social status is a series of
studies begun in 1925 by George S. Counts. Counts' purpose
was to inquire into the social status of occupations. One
reason he conducted the study was his interest in the pres-
tige of the teaching profession. "Many have assumed," he
said, "that the point has been reached in the degredation
of the profession where one is justified in feeling some
embarrassment if found within its ranks." The results of
his study showed high prestige for the teaching profession.2

In 1946, Deeg and Paterson examined teacher prestige
factors because of the social and occupational changes
resulting from the Depression of the 1930's and World War II.
Little change was found in occupational status rankings.3

Again in 1967, after two decades of great social
change, the problem was re-examined by Hakel, Hollman, and
Dunnette. The prestige of the teaching profession was found
to have increased s1ight1y.4

1
Telephone interview with Lois Jenkins, Personnel

Clerk, Pocatello School District, August 27, 1968. (Pro-
visional Certificates are legally issued in Idaho for
those with less than a bachelor's degree but teaching in
elementary schools.)

2
Milton D. Hakel, Thomas D. Hollman, and Marvin D.

Dunnette, "Stability ard Change in the Social Status of
Occupations Over 21 and 42 Year Periods," The Personnel
and Guidance Journal, XLVI, No. 3 (April, 1968), 762.

3
Ibid.

4Ibid., p. 763.



sets
There was a striking

of prestige rankings.1

1925

similarity between the three

1946 1967

1. Banker PhyirErin Phyinian
2. Physician Banker-Lawyer Lawyer
3. Lawyer Banker-Lawyer Superintendent

of Schools
4. Superintendent Superintendent Banker

of Sdhools
5. Civil Engineer
6. Army Captain

7. Foreip
Missionary

8. Elementary
School Teacher

of Schools
Civil Engineer
Army Captain

Foreign
Missionary
Elementary
School Teacher

Civil Engineer
Elementary
School Teacher

Foreign
Missionary
Army Captain

It would appear that low social prestige as a fac-
tor in low teacher morale is an imaginary condition. A
more realistic view of the problem is the previously quoted
statement regarding the George Peabody College study of
common causes of poor morale rather than low prestige among
teachers.

Teacher Militancy

The militant spirit among teachers is largely a
phenomenon associated with the 1960's. Most frequently
the springboard to militancy is a quest for increased
salaries.

The professional teacher of today does not equate
dedication with poverty; he feels no need to apologize
for seeking higher salaries and improved fringe bene-
fits. The classroom teacher has a right to expect
remuneration comparable to that received by other col-
lege-educated persons. . .2

And, again:

Teachers have helped create the affluence of today's
society, yet their income ten years after graduation
is less than that of many of their college classmates
even though their services to society are fully as
important.

lIbid., p. 764.
2,,
Conditions of Work for Quality Teaching," NEA

Journal, LIV (March, 1965), 33.
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Our quest as teachers for higher salary ie not mere

statuo seeking. It is a quest to satisiy yearnings for
the things which higher pay brings--books, plays, music,
travel--and some leisure in which to enjoy them. We

don't seek places for our children, but we do want to
provide a comfortable home and to be financially able
to send them to college.

Mist we moonlight to provide these things? The
tragedy is that the time and energy we must spend
selling kitchenware or working in a filling station
is keeping us from doing our best in the classroom,
self-respect as teachers begins to fade. Once this
happens, we feel forced to take strong, overt action

to win it back. We become militant.1

Teachers who are no longer satisfied to accept admin-

istrative decisions regarding salaries are also questioning
school policies in general. Jerry T. Waddoups, in his
Master's thesis, completed in 1967, states:

Teacher militancy has been increasing continually
over the past few years. Teachers have asked for, and
in some cases demanded, a part in local district educa-
tional planning and policy making. They have sought
to be consulted with regards to salary, working condi-

tions, and curriculum development. Teachers have
united in professional associations to seek better
working conditions, better salaries, and more favorable

educational climates. These professional associations
have attempted to establish bargaining procedures with
local boards of education. One of their requests was
to ask that boards of education conduct collective
bargaining elections to determine which organization
teachers desired to represent them in collective bar-
gaining; however some local boards have not been will-
ing to allow such elections to be held. When boards
refused to hold these elections, teachers have attempted
to force action by strikes, professional holidays, boy-

cotts, recesses, and selective work stoppages.2

Another form of militancy is that of imposing "sanc-
tions" on a local district or on a state. Developed by the

1Richard D. Batchelder, "Today's Militant Teachers,"

NEA Journal, LIV (September, 1965), 19.

Jerry T. Waddoups, "Teadher Militancy: A Case Study"
(unpublished Master's thesis, Department of Education, Idaho
State University, Pocatello, 1967), p. 1. (The reading of

this entire thesis is recommended for those interested in a
thorough review of militant actions of teachers prior to
1967 and in an historical examination of professional nego-
tiations as adopted and developed by the NEA at its national

conventions.)
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National Education Association, the sanction policy provides

that a local unit or a state association requests such

action. When the causes have been studied by a responsible

agency of the state or national association with recommenda-

tions for correction, and when reasonable time has been given

for action by the scharauthorities, the Personnel Standards
Commission of the Association may recomwend to the board of
directors that it apply sanctions to such a district or

state. If sanctions are imposed, the state or national
association has usually declared that the school district or

state does not maintain conditions conducive to professional

service of its teachers. The information about a sanction

is widely distributed through all news media. All placement

offices in the country are notified of the sanctions and the

reasons for them. Teachers who disregard the sanctions are

considered unprofessional in their conduct.1

Corey defended the use of sanctions by stating that:

Several advantages of sanctions are immediately

apparent. . . . The basis of influence and pressure on

the part of the teachers is immensely broadened. The

participation [of state and national groups] in the pro-

cess precludes capricious and hasty action. There is

no immediate cessation or diminution of educational ser-

vice to children and no breaking of contracts. Sanc-

tions can be controlled within the profession and do

not involve teachers in legal processes and procedures

which are not appropriate to public employment.4

In Idaho, teachers had long been dissatisfied with
salary and working conditions.3 The 1965 passage of a
sales tax law and the subsequent referendum in 1966 were

due, in part, to the vigorous campaign waged in its favor

by educators who understood that the increased revenue
gained from the tax would be used to improve Idaho's

schools. For the first year after the sales tax became

law, the schools received increased appropriations, most
of which were used to raise teachers' salaries. In 1967,

however, sales tax monies were diverted to other purposes--

one of which was to fund a teacher retirement system. Com-
paratively small increases were appropriated to the public

'Arthur F. Corey, "Strikes or Sanctions?" NEA Jour-

nal, LI, No. 7 (October, 1962), 15.

2Ibid.
3A detailed study can be found in: Idaho: A State-

wide Stud of Educational Conditions and School Finance,

eport o a Pub lc c oo Study, Nationa ommlssion on
Professional Rights and Responsibilities, National Educa-
tion Association (Washington, D.C.: NEA, January, 1965).
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school fund. The long-time frustration and dissatisfaction
of Idaho teachers with the educational situation in th(
state culminated in the following policy adopted by the
74th Idaho Education Association Delegate Assembly in March,
1968.

SANCTIONS
WHERMAS, the State of Idaho has failed to provide

adequate funds for education;

WHEREAS, the State of Idaho used sales tax funds
for other purposes than financing education and has
placed the burden of supporting the public schools
back on the local property taxpayer;

WHEREAS, education primarily is an obligation of
the state;

WHEREAS, state support currently is approximately
40% instead of 50% as long advocated by both political
parties;

WHEREAS, consultive and educational services pro-
vided in Idaho do not compare favorably with those of
our neighboring states;

WHEREAS, Idaho's salaries are rapidly becoming a
statewide disgrace, and;

WHEREAS, an increased number of Letters of Authori-
zation continue to be used in circumvention of law;

THEREFORE, BE IT RESOLVED:
That a censure sanction be applied in

ive immediately. Censure sanctions shall
preted to mean:

a. Censure of the State of Idaho for
meet its constitutional responsibility to
education.

Idaho effect-
be inter-

failing to
public school

b. Prompt notification of all teacher placement
groups, universities, colleges, education departments,
education student groups, and school trustees or super-
intendents in the Northwest and neighboring states
regarding the sanction.

c. Under the provisions of the censure sanction
the following employment policies or procedures apply:

1. It is an unprofessional and unethical act for
a person not currently contracted to teach in
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Idaho co apply for or accept a teaching assign-

ment in the state.

2. Any teacher currently employed by an Idaho school

district may accept an initial teaching contract
in another school district through April 1, 1968.

3. Students presently enrolled in a Teacher Educa-

tion Program in an Idaho institution of higher
education may sign an initial contract to teach
provided they are qualified for a Standard Idaho

Certificate.

4. No IEA member may accept a position in a school
district which has retaliated against teachers
because of professional association activities
until the IEA office certifies that corrective
action has been taken.1

Professional sanctions in the State of Idaho were

invoked officially on March 21, 1968. They will remain in

force "until in the professional judgment of the Idaho Edu-

cation Association, the State more adequately meets its

constitutional responsibility to public school education."2

As Idaho teachers fight for quality in education and

for their own futures in the profession, it must be realized

also that future gains may be achieved through immediate

loss strategies. That is: How many teachers will leave

Idaho as the result of the sanction? How many "letters of
authorization" will have to be issued to staff the schools?

How many cases of the misassignment of teachers will occur

due to a shortage of adequately prepared personnel? How

long will it take the educational system of Idaho to recover

from the present situation? What will be the cost of sanc-

tions in educational losses? All these questions are worthy

of systematic study, but are, obviously, beyond the scope

of this report.

The schools, in the judgment of many people, fall

too far short of their potential. Certainly, at present,

Idaho's schools are guilty of that inadequacy. Perhaps the

result of the militant action taken by Idaho's teachers will

be to provide an educational system in the future where high

quality teachers and improved working conditions, will
insure higher quality educational op2ortunities for young

people.

The Newsletter, op. cit

2Notice of Professional
Idaho, Delegate Assembly of the

TAW
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CHAPTER 6

SUKMARY OF FINDINGS FROM THE QUESTIONNAIRE SURVEY

I. STATISTICAL ANALYSES OF SELECTED FACTORS

To (...-Aermine whether selected factors were "statis-
tically significant," the chi-square test of independence
in contingency tables was employed. The term "statistically
measured" means that observation are quantified using speci-

fic procedures to describe or analyze observations that have

been made or data that have been collected. In this manner,

statistical inferences differ from qualitative observations,
such as assumptions or value judgments. The chi-square
contingency technique used in this study is described by
Henry E. Garrett in Statistics in Psychology and Education.1
The .01 level was established by us as the accepted level of

significance. A summary of each finding that was statis-

tically measured follows.2

Age Distribution

1. It was statistically significant at the .01
level that there was a difference in the age distribution
between the males and females responding to this study.

This means that the differences in age distribution
between male and female respondents were not :hose which
one would normally expect to find. The difference, however,
was that the male respondents who left their 1967 positions

were older than the females. The calculated median was 32

years of age for males and 27 years for females. This is

surprising as the reader should recall that the calculated
median age for all Idaho male teachers was 37. The findings

1Henry E. Garrett, Statistics in Psychology and Edu-
cation (6th ed.; New York: David ACE:ay Co., 1966), pp. =-

2The term "statistically significant at the .01
level" means that the findings could happen by chance alone
one time out of one hundred samples of the population. The

.01 level of significance is generally regarded as an excel-

lent indicator that the index of measurement is trustworthy.
Findings reported as being significant at the .05 level also
indicate that a significant difference exists between the
groups being measured. Howevtx, the difference at the .05

level means that the odds are such that an event could hap-

?en aye times out of 100 due to chance alone. At the .01

level the chance factor would be reduced to one event per
100 times.
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of this study indicate that the female respondents who left
their teaching positions were younger than the males.

This is the first time such an age reversal has been
noted in Idaho teacher turnover studies. An opposite dif-
ference was found in the age distribution between males and
females who responded to the 1963 and 1965 Idaho teachee
turnover studies, i.e., the females were older.' It might
be inferred that female teachers who leave their teaching
positions are now being drawn from the young entry group.
Refer to Table 4-3 to note the influx of rather young women.
If this is so, Charters' and Whitener's "First five year
mobility" hypothesis is being substantiated in Idaho. This
appears to be verified because the median number of years of
total teaching experience for both women and men at the end
of 1966-67 would be from 3 to 5 years.

2. There was no significant difference between the
age distributions for male turnover teachers who remained in
Idaho when compared to those males who left the state. The
level of significance was .02 (approaching .01, but not
accepted in this survey). It appeared that the median age
for all male respondents was about 32 years.

3. There was no significant difference between the
age distribution of females who stayed in Idaho and females
who left the state. Statistically, there was no significant
difference in the age distribution between females who stay
in Idaho and females who leave the state. However, the
apparent median age for females who left Idaho was 27 years;
while the median for females remaining in Idaho appeared to
be 32 years.

In this survey, 532, or 64 percent, of all respond-
ents were between the ages of 20-34 years. Incraed in
these 532 teachers were 293 persons who left the state. The
293 persons accounted for 69 percent of all the 425 teachers
who left Idaho, or 35 percent of the entire group participat-
ing in this study. Idaho continued to lose (at even a
greater rate than in 1963 or 1965) from an age group which
is already proportionately less for Idaho than is the
national average.

'Donald C. Orlich, Evelyn M. Craven, and R. D. Rounds,
Teacher Tdrnover in Idaho Public Schools: 1963 (Pocatello:
Idaho State University, July, 1964), pp. 57-58; and Donald C.
Orlich, David L. Crowder, and R. D. Rounds, Idaho Te&cher
Mobility: 1965 (Pocatello: ISU, July, 1966), pp. 62-a
lereafter these studies shall be referred to as the 1963
and 1965 studies respectively.
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Family Information

There was a significant difference in the marital
status between men and women, with greater proportions of
male respondents being married. As a total group, 688
respondents, or 82 percent, were married.

Also, significantly different was the marital status
between females who left Idaho and those who remained in
Idaho. A greater number (38) who left the state were single
females than those who moved intrastate (19). Seventy-eight
percent of all responding females (343) were married.

There was no significant difference in the marital
status of men leaving or staying in Idaho. Eighty-seven
percent (345) of all responding males were married--a nine
percent greater difference than the females. TWenty-eight
single males left Idaho while ten single males moved within
Idaho.

There was no significant difference at the .01 level
in the numberb of dependents under 18 years of 5ge for those
respondents leaving or remaining in %alio. (This distribu-
tion did reach the .02 level of significance.) Likewise,
there was not a statistical difference in the total number
of dependents for those remaining or leaving Idaho. (The
distribution reached the .05 level.)

It appeared that there was a greater proportion of
married males than females participating in the study and
that a greater proportion of married females remained in
Idaho than those who left. There were apparently no dif-
ferences in the number of dependents for those respondents
who left Idaho or those who remained.

Academic Preparation

1. There was a difference in academic preparation
between male and female respondents (bachelor's degree vs.
non-bachelor's degree) which was statistically significant
at the .01 level. Male teachers who left their 1966-67
positions tended to have at least a bachelor's degree with
greater frequency than did the female counterparts. In

other words, the responding males had better academic pre-
paration than did the females. This finding was also
reported in the 1963 and 1965 teadher turnover studies.

2. There was no significant difference in academic
preparation (badhelor's degree vs. non-bachelor's degree)
between the females remaining in Idaho and those leavitig.

Although females were less well academically prepared as a
group than males, there was no apparent academic difference
between the female teacher who left the state and the one
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who stayed. In 1963 there was no significant difference
between these two female sub-groups with reference to aca-
demic preparation. In 1965 the females who left Idaho were
better prepared than those females who remained in Idaho.
The change can be interpreted to mean that the Idaho State
Board of Education teacher education standards are helping
to improve teacher preparation in the state.

3. There was no significant difference between the
academic preparation (bachelor's degree vs. non-bachelor's
degree) of the males who left Idaho and the males who
remained in the state.

This finding parallels that observed above for the
females in number 2. From the findings of the 1965 study,
it appeared that the male who left the state of Idaho tended
to have at least a bachelor's degree with greater frequency
than males remaining in Idaho. There was a proportionately
greater incidence of men with degrees leaving Idaho than
there was of men with degrees remaining in Idaho. A similar
finding was reported in the 1963 teacher turnover study.

The question concerning academic preparation (num-
ber 6 in the questionnaire) must be changed in subsequent
studies. The quantitative aspects will no longer discrim-
inate between groups. Other quantitative criteria appear
to be needed.

Wre compared the same two groups--(1) males leaving
Idaho and males staying in Idaho, and (2) females leaving
Idaho and females stayingon the differences in preparation
with a bachelor's degree versus a master's degree or beyond.
There were no significant differences observed in either
grouping. /Els means that the proportion of males and
females holding bachelor's and master's degrees is that
which one would expect to find in the given distribution of
the trait.

All these data give evidence which support the
observable increase in academic preparation by Idaho teachers
who are mobile. These findings were not observed in the
1963 and 1965 studies. The reader is referred to Tables 4-4
and 4-5 to note how members of the Idaho teaching corps have
gradually improved their academic preparation between 1962
and 1967--a commendable feat.

Salary Differentials Among Respondents for 1966-67

In order to determine whether there were any statis-
tical differences between three different sub-groups within
the study, the respondents' reported 1966-67 salaries were
compared.
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1. There was a highly significant difference between
the reported 1966-67 salaries for males and females (much
greater than the .001 level). This was the year that all
respondents taught in Idaho.

The males as a group reported a greater salary for
their 1966-67 positions than did the females. The reported
median range for males was between the $5500 to $5999 cate-
gory. The reported female median fell in the first category
listed, "under $5,500." This was surprising because our
data showed a significant difference in the experience fac-
tor, with females tending to be more experienced than the
male respondents. We would speculate that there might be
three logical explanations: (1) males have more opportunities
for extracurricular pay than do females; (2) there is some
sex-type pay discrimination even though the single-salary
schedule has been almost universally adopted in Idaho school
districts; or (3) there was some respondent confusion in
checking question 31 of the survey information: "Annual
Salary from Prime Occupation. . . ."

The reported salary distributions for all respondents
showed a statistically significant difference (much greater
than .01) for 1967-68 salaries between all males and all
females. The reported median category for males was in the
$6500-$6999 bracket; while the female median category was
$500 less, $6000-$6499.

2. There was a significant difference between the
reported salary distribution of males who remained in Idaho
and the reported salary distribution of males leaving the
state for 1967-68, regardless of job held. Males leaving
Idaho reported a median salary bracket of $7000 to $7499.
Males who remained, but moved within Idaho, reported salaries
which were clustered in the $6000 to $6499 bracket as a
median category. This salary difference was found in the
1963 Idaho study, but was not identified in the 1965 study.
This could be interpreted that in 1965 the teacher salary
increases improved salary conditions to a high degree.
Since 1965, the salary increases in Idaho have not equalled
that raise.

3. Significant (at the .01 level) was the differ-
ence between the reported salary distribution of females
who remained in Idaho and females who left the state for
1967-68, regardless of jobs held. The same finding was
reported in both the 1963 and 1965 Idaho teacher mobility
studies. Those women leaving Idaho reported 1967-68 salaries
which had a median in the $6000 to $6499 category, i.e.,
$500 greater than that computed for women remaining, but
changing jobs or careers in Idaho.

4 There was a highly significant difference
(greater than .001 level) between the reported 1966-67 and
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1967-68 salaries for All males who responded to the survey.

The 1966-67 median was found in the $6500 to $6999 cagegory--

a reported gain of $1000 in the one year for 1967-68 salaries.

5. Female respondents reported a similar difference;

for it was highly significant (greater than 4001 level)
that there was a difference between the reported 1966-67
salaries and those reported for 1967-68. The median cate-
gory for 1966-C7 was "under $5500," but for 1967-68 the
median category was $6000 to $6499. Twenty-six females
reported $7500 or greater for 1967-68, with four females
reporting that figure in 1966-67. Eighteen of the twenty-
six females were living out of Idaho during 1967-68.

6. To test the reported salaries of all those males
who remained in teachinK during 1967-68, we screened out all
'OM who reported tnat they were not teaching in 1967-68.

The salary distribution of teiariMales was then tested
by chi square. There was a very highly sipificant dif-
ference between the reported 1967-68 salaries of males work-
ing in the public schools but who left Idaho and those
teaching males who remained. Males leaving Idaho reported
incomes with a median falling between $7000 and $7499. Males
teaching in Idaho collectively reported salaries that fell
$1000 below their out-of-state colleagues--$6000 to $6499.
Forty-three males leaving Idaho reported salaries of $8000

or more, while ten males who remained in Idaho reported
such a salary.

7. Significant at the .01 level was the difference
in the reported 1967-68 salaries between all females who
were teaching in public schools, but who had left Idaho
and those females remaining in Idaho. The median salary
category for out-of-state females was between $6000 and
$6499, while the median for females teaching in Idaho was
$5500 to $5999--a $500 difference. Further, 17 females
leaving Idaho reported salaries of $7500 or beyond. Three
females moving within Idaho reported salaries in that range.
Findings similar to number 6 and number 7 were also reported

in the 1963 and 1965 studies.

8. Medians for the reported salaries of males not
working in public schools,for those males who left Idaho
and those males who remained in Idaho were identical--
$7000 to $7499. (We did not treat these data statistically
because of too few cases in each chi-square cell.) The
median was $1000 above that found for males who remained in,
but continued teaching in Idaho.

A parallel si'..uation existed for female respondents
not working in the public schools. The salary median for
all females who left teaching and either left Idaho or
remained in Idaho was between the $5500 to $5999 interval.
This figure equalled the reported median teaching salary of
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Idaho females for 1967-68, but was $500 less than the

reported median salary of females who were teaching outside

of Idaho.

Figure 14 illustrates the apparent median salary

levels in $1000 intervals, for males and feigrenrwho taught

in Idaho during the 1966-67 school year and either moved

within Idaho or moved out of the state after the 1966-67

school year. (The median is that point above which and

below which lie 50 percent of the cases.) All salary data

used in Figure 14 were taken from responses of individuals

as they were reported on questions 30 and 31 on the survey

instrument (see Appendix A). Only data from respondents

who were teaching in 1967-68 are included in Figure 14.

Those who moved within Idaho or out of the state

after the 1966-67 school year tended to report an increase

in their 1967-68 salary. The apparent median for females

who moved out of the state was a $500 interval higher than

females who moved within Idaho. The males of either sub-

group tended to report a greater salary than females within

that sub-group. (The sub-groups were those moving within

Idaho and those leaving the state.) Males moving within

Idaho reported $509 salary gains and those leaving the state

reported salary gains with the apparent median interval of

a gain of $1500 over their 1966-67 positions.

Teachers are paid in accordance to their academic

preparation and number of years of teaching experience.

Thus, a portion of the 1967-68 salary increases reported in

this study would be reflected by movement into an experience

bracket of one additional year. This would not be so for

all cases, since most school districts will not usually
allow over five to eight or ten years experience on the

salary schedule for those who enter the districts with

experience not earned in that district. Salary policies

vary throughout the state and nation, hence generalizations,

other than those stated above, would be difficult to sum-

marize.

On question 36 the respondents were asked to

check the "one" most important factor that influenced their

moving. The factor checked most often was "Personal Reasons.

. . " Two hundred and sixteen respondents checked that

item. Further analysis showed that 138 respondents were
females, or 64 percent of the group who checked "other" as

being the one most important fact which influenced their

decisions to leave their 1966-67 positions. One hundred and

sixty-two (19 percent) of the respondents checked "Economic

Necessity" as being primarily responsible for their deci-

sions to change positions. However, 126 of the 162 respond-

ents (78 percent) checking "Personal Reasons" were males.

"Husband (or wife) changed employment" was listed

as the one most important reason by four males and 104
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females. Nine respondents checked "Did not enjoy teaching."
Fifty-six respondents checked "Administrative and/or &Ter-
visory" factors as bein4 most influential to leave. Thirty
respondents checked "Critical difference of opinion with
administrator" as being a primary reason for leaving.

A summary of written comments on question 36 showed
that of the 52 male respondents checking "other" as the
basic reason for leaving, 25 respondents mentioned advance-
ments to other jobs or educational positions; 18 cited
other (than those listed) personal reasons; and 9 respond-
ents commented on the non-availability of a job or not being
offered a contract.

Female respondents who wrote in a major reason under
"other" cited educational advancement in 14 cases; 49 had
personal reasons (with "retirement" listed by 36); and one
female stated she was not certified for the position she
held, i.e., misassignment.

10. We desired to test the significance of the
number of years the respondent had taught as of May, 1967.
The following comparisons were all signifi-;ant at the .01
level.

a. Males leaving,Idaho versus males remaining in

Idaho. The median number of years of teaching in
T.TiTE was 2 to 3 for males who left the state, and
4 to 5 years for males remaining in Idaho.

b. Males leaving Idaho versus males remaining in
Idaho with t e variable being_ the total number of
years of teaching ex erience. In both cases, the
median number of years of teaching experience was
4 to 5 years. Yet, there were a greater proportion
of males who left the state with 1 to 3 years
teaching experience.

We would interpret these data to mean that young
men seem to obtain 2 or 3 years teaching experience
in Idaho and leave the state. This factor was not
observed to be so pronounced in the 1963 and 1965
studies.

c. Females leaving Idaho versus females remaining
in Idaho. This sub-group showed significant dif-
TelleTiain Idaho teaching experience. Those leav-
ing the state tended to have had fewer years of
teaching experience than those remaining. The
medians were identical (2 to 3 years) for each
group, but those who left had fewer total years of
experience as a group.
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d. The number of pars that all males and all
females taught in Idaho. This distribution showed
a statistically significant difference. The median
for both groups was 2 to 3 years teaching experience
in Idaho, with females tending to have a greater
number in the 1 to 5 year ranges than males.

e. Females leaving Idaho and females remaining in
the state. Females leaving IdahoRad no statisti-
MIThaRnificant difference over those females
remaining in Idaho when comparing total number of

years of teaching experience. The median for both
groups was in the 4 to 5 year bracket.

The above would tend to substantiate that women tend
to move within the first five years with about the same mag-
nitude as do males.

II. SOME GENERAL ASPECTS OF THE 1966-67 IDAHO TURNOVER
TEACHERS AS TABULATED FROM RESPONSES ON
PARTS I AND II OF THE QUESTIONNAIRE

1. Approximately 47 percent of those responding
had either received their degree in Idaho or if non-degreed,
had completed education courses for a teaching certificate
in Idaho. The remainder had received either their degree
or education courses from institutions out of the state.
Since there is no accessible way at this time to compare
these data with the total teaching force in Idaho, it
remains unknown whether a teacher who receives his higher
education out of state tends to remain in Idaho for a
shorter period than does the teacher educated within the
state.

2. Of those who responded to question 9--location
of higher education--395 received their higher education or
teacher certification in Idaho. This accounted for 47 per-
cent of the total. Thus, 53 percent of the respondents
received their higher education out of state. The largest
single group of out-of-state prepared teachers came from

Utah schools. Nearly one-fifth (19.4 percent) received
college work in Utah. Thirty-four percent of the respond-
ents attended colleges and universities elsewhere in the
country.

3. The males tended to teach in the secondary
schools, with 83 percent of those responding teaching in
either junior or senior high schools (7-12) and 13 percent
teaching in the elementary schools (K-6). Faur percent had
other primary responsibilities, typically administrative or
supervisory.
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Females showed an orientation opposite that of the
males. Of the females, who responded 55 percent taught in
elementary schools (K-6) while 44 percent taught in junior
or senior high schools (7-12). The remaining one percent
had other basic responsibilities.

4. The out-of-state migration appeared to be
greater than that reported in 1965 or 1963, as 386 persons
left the state; while 410 respondents stated they remened
in Idaho. Thirty-nine persons did not indicate thel.: 1967-
68 locations. Table 6-1 shows the 1967-68 locations for
those who responded. In other words, 49 percent of those
completing this item indicated they were living in Idaho
during the 1967-68 school year. Forty-six percent of the
respondents left the state. In the 1963 Idaho teacher
turnover study, 50 percent of the respondents moved out of
Idaho, accounting for 356 persons, while 41 percent left the
state in 1965 (252 teachers).

TABLE 6-1

STATE OF 1967-68 RESIDENCE FOR IDAHO TEACHERS CHANGING OR
LEAVING THEIR POSITIONS AT THE END OF THE 1966-67

sawn YEAR

State Number Percent of
Total

Idaho

Oregon
Washirgton
Utah
California
Montana
Nevada
Colorado
Arizona
Alaska
Wyoming

All other states or
countries

Sdb-total

Not Reporting

Totals

410

77r\
75
61
33
18
15
11
9
7

75

796

39

835

49.0

37.0

9.0

5.0

100.0

Note: I the respondents w o reported their
1967-68 locations, 410 or 49 percent remained in Idaho. The
other 386 respondents, or 46 percent, reported that they
left the state of Idaho prior to the beginning of the 1967-
68 school year.
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It is of interest that 311 or 81 percent of the
responding teachers leaving Idaho remained in the eleven

western states of Alaska, Arizona, California, Colorado,
Montana, Nevada, New Mexico, Oregon, Utah, Washington, and

Wyoming. In the 1963 and 1965 Idaho State: University

teacher turnover studies the five states of Washington,
Oregon, Utah, California, and Nevada held identical places
as recipients of Idaho teachers. Further, in the 1960 and
1962 studies, Washington and Oregon were the two leading
states to which Idaho teachers reported migrating. Oregon

edged Washington out of first place during 1967. A definite

pattern is established that teachers who leave Idaho choose
the Pacific Northwest as first choice, followed by Utah,
California, Montana and Nevada. Since there appears to be

a stron* "Utah" influence exerted on Idaho teachers, it is

surprising that more do not migrate to that state. See

Table 6-2 for a total recapitulation of 1967-68 residences
of all those responding to this study.

The mobility pattern of Idaho teachers leaving
Idaho was similar to the general out-migration of Idahoans,

in general. According to the U.S. Bureau of Census, resi-

dents who are born in Idaho and leave the state migrate to
California, Washington, Oregon, Montana, Arizona and
Colorado in that order for the first seven states--account-
ing for 75 percent of the out-migration.1 These same states
attracted the majority of Idaho teachers who responded to
this study, but who left Idaho.

It was our intent to determine the origin of the
in-migration of Idaho's mobile teachers. Table 6-3 presents

the details. Of the 330 respondents who stated that they

had moved into Idaho, 120 migrated from the seven Rocky
Mountain States of Utah, Montana, Aiii3na, Colorado, Wyoming,
Nevada, and New Mexico; while 119 migrated from the West
Coast states of Washington, California, and Oregonin the
respective orders. Western states' in-migration accounted
for 72 percent of those responding to the survey.

This in-migration pattern almost parallels that for
Idaho population in general--as well as its out-migration.4
The states which supply in-migrates to Idaho, in order of
percent, are: Washington, California, Oregon, Utah, Montana,
Colorado, Wyoming, Nevada, Arizona, and New Mexico. These

1
U.S. Census of Population, 1960, Mobility for States

and Economic Areas, PC (2), Table 16, pp. 74-77.
2For a detailed discussion the reader is referred

to Harry C. Harmsworth, population Trends in_IL12112,_1252.-
1960 (Moscow: University-B-1 Idaho, Department-6f-Sbila-
-gaince, August, 1964).
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TA3LE 6-2

THE 1967-68 RESIDENCE OF IDAHO'S 1967

TURNOVER TEACHERS

By Frequency Alphabetically

Idaho 410 Alaska 7

Oregon 78 Arizona 9

Washington 75 California 33

Utah 61 Colorado 11

California 33 Connecticut 2

Montana 18 Idaho 410

Nevada 15 Illinois 5

Colorado 11 Indiana 5

Arizona 9 Iowa 3

Alaska 7 Kentucky 1

Minnesota 5 Kansas 1

Indiana 5 Louisiana 1

Illinois 5 Massachusetts 1

New Jersey 5 Minnesota 5

Oklahoma 4 Missouri 1

Wyoming 4 Montana 18

Texas 3 Nebraska 3

Iowa 3 Nevada 15

Nebraska 3 New Jersey 5

New York 3 New York 3

Wisconsin 3 North Dakota 2

Pennsylvania 3 Ohio 2

South Dakota 3 Oklahoma 4

Connecticut 2 Oregon 78

North Dakota 2 Pennsylvania 3

Ohio 2 South Dakota 3

Virginia 2 Tennessee 1

Missouri 1 Texas 3

Tennessee 1 Utah 61

Kansas 1 Virginia 2

Massachusetts . 1 Washington 75

Louisiana 1 W4shington, D.C. . . 1

Kentucky 1 Wisconsin 3

Washington, D.C. 1 Wyoming 4

Foreign Countries
5

1
Canada .. Austra la

Guam 3 Canada 5

Puerto Rico 2 England 1

Germany 2 Germany 2

DOD Schools Philippines I. Guam 3

England 1 DOD Schools Philippines 1

Australia 1 Puerto Rico 2

Sub-total 796 Sub-total 796

Not Reported 39 Not Reported 39

Total 835 Total 835
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TABLE 6-3

STATES FROM WHICH TEACHERS MIGRATED INTO IDAHO
AND THEN AGAIN BECAME MOBILE EITHER
INTRASTATE OR INTERSTATE IN 1967-68

By Frequency Alphabetically

Utah
Washington
Commuter from Washington
California

Oregon
Montana
Arizona
Minnesota

49
46
1

37

36
25
17
14

Alabama
Alaska
Arizona
Arkansas

California
Colorado
Illinois
Iowa

2

3

37
14
10
3

Colorado 14 louisiana
Illinois 10 Michigan 2

Nebraska 8 Minnesota 14

North Dakota 8 Maryland 2

Wyoming 8 Mississippi 4

Sauth Dakota 8 Montana 25

Texas 6 Nebraska 8

Oklahoma 5 Nevada 5

Nevada 5 New Jersey 2

Mississippi 4 New Mexico 2

Arkansas 3 New York 2

Iowa 3 North Dakota 8

Tennessee 3 Ohio 1
Alaska 2 Oklahoma
Maryland 2 Oregon 36

Michigan 2 Sauth Dakota 8

New Jersey 2 Tennessee . 3

New Mexico 2 Texas 6

New York 2 Utah 49

Alabama 1 Washington 46

Louisiana 1 Commuter from Washington 1

Ohio 1 Wyoming 8

Foreign Countries Foreign Countries
BritisE COlumbia . 1 British Columbia . 1

Others, but not reported 4 Others, but not reported 4

Total 330 Total 330
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ten states supplied 68 percent of Idaho's general population
in-migration.L

It would appiar that the in- and out-migration pat-
terns of Idaho's moblle (turnover) teachers closely follows
that of Idaho's general population. We would speculate
that the reasons for migrating to Idaho might be the same
for teachers and the general in-migrant. This hypothesis
should be tested by those interested in demography.

5. In observing the migration pattern of all
teachers responding to this survey, there was an apparent
movement from a smaller town to a larger one, from a smaller
sized school district to a larger sized school district,
and from a smaller sized school to a larger sized school.
This identical observation was noted in the 1965 Idaho study.

Of 831 usable responses to question 17, "Type of
Idaho Teaching Certificate He/d," 169, or 20 percent of the
respondents had either elementary or secondary provisional
certificates. The group holding either elementary or sec-
ondary standard certificates accounted for 567 or 68 percent
of the respondents. The remaining twelve percent of the
total, held either special pupil personnel service or admin-
istrative certificates. The certificates held by respond-
ents showed a marked improvement over all preceding studies.

7. In response to the survey questions 10-12, 100
percent of the respondents (833) listed their academic
majors. Elementary education was the major for 173 of 438
reporting females. Forty percent of the females who left
their 1966-67 Idaho teaching positions were teachers pre-
pared in elementary education. This was a 27 percent
decline in numbers (223) from 1965. The category of English
ranked second, with 55 female teachers; home economics was
third, with 33; "Teacher Education" was fourth, with 31;
followed by physical education, with 22; and accounting
with 17. These six categories accounted for 331 responses
or 76 percent of all majors reported by females responding
to the survey.

All 397 male respondents listed their academic
majors. Physical education was the most reported single
major, with 48 or 12 percent of the males reporting PE as
their major field. However, as a composite field, all
social sciences were listed by 75 or if percent of the total
male group. Music was listed by 34 or 9 percent; with
English and mathematics being listed by 28 respondents each;
followed by elementary education which was listed by 25
males--representing 60 percent of all males responding.to
the survey. Table A-14 of Appendix. CAkhotit EutOtal recapitu-
lation of the major teaching fields reported by all

lIbid., p. 54.
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respondents as well as the reported teaching minor fields.

Table A-15 lists the numerical codes used to code and identify

majors and minors.

The academic minor fields listed most often by the

female respondents were English, accounting, social sciences,

music, and psychology. Male respondents reported in descend-

ing order, academic minors of social sciences, English, ac-

counting, physical education, and mathematics.

8. Relating closely to teaching major and minor

fields is the problem of teacher assignment. There appeared

to be wide-spread utilization of the respondents in their

major and minor fields. In the 1966-67 school year, 484 of

the 795 respondents, or 61 percent, reported teaching at

least half-time in their major areas of academic preparation.

WT7The 1967-68 school year, (see Table A-12) 313 of the 522

respondents, or 60 percent, to whom the question was appli-

cable reported at least half-time teaching assignments in

their major area of academic preparation. From the data

reported in questions 28 and 29 (Table A-9 of Appendix C),

it appeared that gross misassignment of teachers accounted

for about 11 percent of all those responding. This figure

was obtained by isolating 54 respondents of 486 applicable

replies who stated that they were not teaching in either a

major or minor field.

9. Of 800 respondents completing question 35, 271

or 34 percent of the group indicated that the position

which they left at the end of the 1966-67 school year was

their first teaching position. One hundred sixty-eight of

these same 800, or 21 percent, indicated that they had

taught in Idaho previously, but in another district. The

data for items 8, 9, and 10 above closely parallel the find-

ings of the 1963 and 1965 studies.

III. DETERMINING IDAHO'S TEACHER LOSS

As was discussed earlier, estimates regarding the

national average for teacher loss ranges from 8.5 and 10.9

percent. To determine the apparent teacher loss for the

1967-68 school year, we studied the responses to question

34 (see the questionnaire, Appendix A). A single response

item would indicate whether or not a respondent was teach-

ing. A total of 462 or 55 percent of those responding

stated that they were working in public elementary or sec-

ondary education during the 1967-68 school year. However,

349 or 42 percent of the respondents indicated that they

were not teaching during the 1967-68 school year. Three

percent did not respond to the item. These data would

indicate that about 42 percent of all respondents withdrew

from teaching in Idaho at the end of the 1967-68 school

year: This could mean that the Idaho teacher loss or with-

drawal rates for 1967 were almost four times as great as

the national average.
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We requested that the respondents list their occu-
pations if not teaching during 1967-68. The greatest num-
ber listed (111) was "housewife." The second most frequent
response was "student," which was listed by 39 respondents.
Forty-seven persons listed educational related occupations,
such as, substitute teaching, administration, other type of
non-public school teaching, and state department of educa-

tion work. Twenty-two respondents went into business or
business-related occupations, while 16 persons stated that

they were engaged in college teaching. A rather similar
pattern also existed in 1965. See Table 6-4 for a complete
recapitulation of the occupations which 1966-67 teachers
stated that they entered in 1967-68.

Although these findings are far from being conclu-
sive, they do indicate that the respondents did not drasti-
cally change their occupational orientationst--XITrespond-
ents were in the field of education during the 1966-67
school year. Those who indicated a change of occupation
during 1967-68, for the most part, remained in social or
governmental service oriented occupations. It is common
speculation that persons who le.e teaching take positions
in the business sector. The findings of this survey do not
substantiate that popular assumption.

In the 1964 teacher turnover study, 38 percent, i.e.,
276 or 726 respondents, reportedly withdrew from teaching.
Of the 276 withdrawals from teaching, 111 or 40 percent were-
females who collectively stated that their major reasons
for moving were matrimony, family mobility (spouse's moving)
and maternity. The males who were classified as a teacher
loss in the 1965 study quit teaching primarily because of
economic factors. Of the 97 males who reported that they

left teaching, 62, or 64 percent of the total, apparently
did so because of insufficient salary. The second major
cause for male te^cher loss was to return to college. The

latter group might well have been considered as a temporary
loss, for several stated that they were furthering their
education to "move" ahead in the field of education.

There is a parallel between the groups who stated
that they left education for the 1962-63 and 1964-65
respondents. Females apparently withdrew from teaching for
three primary reasons: family mobility (spouse's moving),
maternity, and returning to college, respectively. Insuf-
ficient salary appeared to be the primary reason for male
teacher loss. The second most stated reason for males not
teaching during the 1965-66 school year was to return to

college.

The data in Table 6-4 would indicate that the
apparent teacher loss of Idaho teachers is 42 percent. This

is not, however, truly accurate. A total of 75 persons
(college students and student teachers will undoubtedly
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TABLE 6-4

OCCUPATIONS WHICH WERE ENTERED IN 1968 BY IDAHO

TEACHER WITHDRAWALS IN 1967

Major Occupation Group _ERE1.2.9.qi.t.tELM4Eartion
a e ema e

Housewife

Professional Technical & Kindred

--77aVa7"
Clergymen
College Instructors
Engineers
Musician
Social, Welfare, & Recreation

Teachers
"MrciFei-
Kindergarten
Sdbstitute
Parochial
Tpaching Assistant

111

2 2

2 2

16 4
2
1 2

3

1
4

27
2
2

Teacher University Lab School 1

Educational Related Fields
-IMORTOW17725nistratiCin

Education Related Fields (State

4

Government)

I ployment ocatlona Counselor
Vocational Rehabilitation
Employment Consultant
U.S.F.S. Teacher
Job Corp Reading Teacher
State Dept. of Ed. Music Consultant

Technicians

1
1
1
1
1

1 3Medical and Dental

.9th!ELED2122212112212._ashaisOL.221_Einslal

Geologist
Economist
Psychologist

Farmers

1

3

Maria ers Officials & Pro rietors (Excluding Farmers)

f emp oyed ca e operator 1
1Self employed liquor store operator

Salaried
-Pa.g3Fael Management at American

Potato Company 1

Tech. Manager Jts. System 1

Business Management
First Security Bank 1

Schedule Plans Boeing Company 1
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InmenwilepalMalmommIll,..71INIMMINNENNWY

TABLE 6-4 (Continued)

Major Occupation Group _NilmiltELErlanizalJImEILiz2a_
Male Female

Clerical and Kindred Workers
GoceryTiik
Credentials Analyst
Secretary

Sales Work
---"TriaillgiiCe Salesman

Underwriters
Real Estate

1

2

1

Other Specific Sales Work
Medical Representative 1

Agricultural Representative 1

Factory Representative 1

_Craftsmen,Foreme,n and Kindred
2

Museum Curator 1

Computer Programmer 3

Electrician 1

Building Contractor 1

1
4

3

Student
39
8

1

3
1
1

117

28

200

Coilege Student
Student Teaching

State Goverment Agencies
U.S. Senate
Executive Director, Lava Hot
Springs Foundation, State of
Idaho

Federal Government
U.S. Army
PERT Analyst
U.S.F.S. Fire Dispatcher

Grand Totals



return to teaching--in or out of Idaho). Thirty-two females

were engaged in teaching as substitutes or others and four

were in administration. The total number of persons in

these categories is 1/1. Thus, 32 percent of the claimed

withdrawals will probably return to teaching. The actual

withdrawal figure for Idaho teachers responding to our sur-

vey would approach 238 or 29 percent of all respondents--

which still remains three times above the national rate.

TV. TEACHERS' REASONS FOR LEAVING THEIR 1966-67 POSITIONS
AS DETERMINED FROM PART III OF THE QUESTIONNAIRE

Manner of Presentation of Data

Data from Part III of the questionnaire concerned
teachers' reasons for leaving their 1966-67 positions in

Idaho schools. The data are presented in tabular form in

TLibles A-18 through A-21 in Appendix C. Both number and

percent marked for "N, S, M, D" are noted for each question

in each of the six major areas of influence. For, example,

Table A-18, "Critical Index for All Males," is read as fol-

lows:

In the tabulation for area one, "Administrative and
Supervisory Factors," the number to the left is equivalent

to questionnaire items thirty-seven through forty-one

respectively. Item 37 was checked by 247 male respondents

as having had "no influence" (N) on their decision to leave

their positions, 47 male respondents noted "moderate influ-

ence" (M), and 36 noted "decision influence" (D). The per-

centage of respondents marking "N, S, NL D" were 68 percent,
13 percent, 8 percent. and 9 percent, respectively. (The

computer truncates the decimals, thus totals are slightly

below 100 percent.) In the column titled "Total" is given

the total number of respondents rep1yin6 to each question,

in this case 361. The figure 217 in the column titled

"Weight" is the sum of the numerical values assigned by the

study team to quantify the rc3ponse patterns. Each possible

response (i.e., N=0, S=1, M=2, D=3) sms multiplied by the

number of respondents making a particular reply. The assigned

weight of item one is 217, which, when compared to the weight

of the other items in the major area, "Administrative and
Supervisory Factors," shows that question 37 was fourth in

total importance in that group as a factor influencing all

male teachers' decisions to leave their 1966-67 positions.

Further comparison of the weight of question 37 with the

weight of items in other major areas of influence is then

possible.
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Res onses of Male Turnover Teachers

Table A-18 in Appendix D lists the total number, per-
cent, and weight of all male responses to Part III of the

questionnaire. The ten factors listed as being most influen-
tial in the decisions of the 363 male respondents who
resigned their teaching positions in 1966-67 were:

1. Salary insufficient.*1
2. Future outlook for improvement in working condi-

tions too discouraging.*
3. Inadequate community financial support of

schools.*
4. Other states paid higher salaries.*
5. Lack of opportunity for advancement.*
6. Salary schedule not related to merit.*
7. Lack of teaching aids, materials, and equipment.*
8. No financial future in teaching.
9. Desire for change (adventure).

10. Lack of time for planning, preparing, and
evaluation of pupil educational activities.*

Of the ten items listed above, six relate directly
to economic factors and three relate to working conditions.
Collectively these nine items have fiscal implications.

Responses of Female Turnover Teachers

Data for the responses made by 438 female turnover
teachers are listed in Table A-19 in Appendix C. The ten

most influential factors in womens' decisions to leave their

1966-67 teaching positions were:

1. Spouse's move prompted leaving the position held
in 1966-67.*

2. Salary insufficient.*
3. Future outlook for improvement in working condi-

tions too discouraging.*
4. Family moved or plans to move.*
5. Lack of time for planning, preparing and evalua-

tion of pupil educational activities.*
6. Other states paid higher salaries.*

1The asterisk (*) indicates that the specific state-
ment appeared in the first ten reasons during both the 1963
and 1965 studies. This code will be used for Ta5le
responses, those respondents leaving Idaho, and those
remaining in Idaho.
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7. Too little relief from pupil contact during the
day.*

8. Actual or pending marriage or need to take care
of home.*

9. Inadequate community financial support of
schools.

10. Lack of teaching aids, materials, and equipment.*

"Spouse's move" was the first major factor influenc-
ing women to leave their positions. Reasons 2, 3, 5, 6, 9,
and 10 all appeared on the listing for male respondents. In
both cases the order of importance varied between those
given by the males and those reasons given by female respond-
ents. It is important to observe that reasons 1, 4, 7, and
8 given by women do not appear among the ten most influential
factors listed by male respondents. Three of these four
reasons are from the major category, "Personal and Family
Factors," an area of influence which appears to have greater
importance in determining the occupational behavior of women
than of men. Item 8 reflects the pattern of the married
woman's teaching role as a secondary occupation, with house-
wife being the primary one--in short, the MRS. still has
greater attraction than the BS.

Res lo nses of Turnover Teachers Remainin in Idaho

The data from Table A-21 in Appendix C show that 415
teachers who resigned their 1966-67 Idaho teaching positions
remained during 1967-68 in Idaho, and appeared to have been
most influenced to leave their positions by the following
factors:

1. Future outlook for improvement in working
conditions too discouraging.*

2. Other states paid higher salaries.
3. Lack of opportunity for advancement.*
4. Inadequate community financial support of

schools.*
5. Lack of time for planning, preparing, and

evaluating pupil educational activities.*
6. Desire for change (adventure).
7. Lack of teaching aids, materials, and equipment.*
8. Too little relief from pupil contact during the

day.*
9. Salary schedule not related to merit.*

10. Administrator failed to support teachers'
decisions.

For turnover teachers remaining in Idaho, "Future
outlook for improvement in working conditions too discour-
aging," was reported as the most influential factor in the
respondents' decisions to leave their positions in both 1963
and 1965. The first nine factors listed by teachers remain-
ing in Idaho also appeared on the lists of factor's already
reported as influencing males and females to resign their

-129-



positions. However, the order of importance assigned the

factors varied between three respondent groups. We cannot

explain item 2--"Other states paid higher salaries"--be-
cause all these respondents remained in Idaho!

Responses of Tdrnover Teachers Leaving Idaho

Four hundred twenty-five of the 835 turnover teachers

responding to the questionnaire left Idaho. The following

are the ten most important factors influencing their deci-

sions to leave their 1966-67 positions and Idaho, as deter-

mined by the responses tabulated from Table A-20 in Appendix

C.

1. Salary insufficient.*
2. Other states paid higher salaries.*
3. Future outlook for improvement in working

conditions too discouraging.*
4. Inadequate community financial support of

schools.*
5. Lack of opportunity for advancement.*
6. Salary schedule not related to merit.*
7. Lack of time for planning, preparing, and

evaluation of pupil educational activities.*

8. Lack of teaching aids, materials, and equip-
ment.*

9. No financial future in teaching.
10. Desire for change (adventure).

"Salary insufficient," the primary factor influenc-
ing the resignations of male respondents was, in the case

of turnover teachers who left the state, of slightly
greater importance than "Other states paid higher salaries."
Of course, it would be expected that for those who left the
state for apparent economic reasons that higher salaries
would be of prime consideration. Eight of the first nine
items listed above are directly or indirectly related to

school finance. The respondents who left their Idaho posi-

tions were strongly influenced by economic factors.

General Com arison with the 1965 Idaho Stud

Nearly every item listed on the top ten of each of

the above four sub-groups appeared on each respective list

of the 1963 and 1965 studies. However, there was a general

shifting of positions within each group. Noticeable by its

absence from the top ten was questionnaire item -0, "Failure

of school patrons to respect and accept teachers like other

professional people." That item was ranked among the top

ten in three of the four groups in 1963. For the respond-

ents in the 1965 study, it was ranked eleventh by all males;

16.5 by those remaining in Idaho; eighteenth for those leav-

ing Idaho; and twenty-ninth by all feriales. Although we do
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not have data to support any conclusions, we could speculate

that during 1966-67 Idaho teachers participating in this

survey perceived themselves as having rather high status in

their respective communities. Perhaps there is some rela-

tionship between a degree of militancy and increased

salaries with occupational status. This facet could be a

topic for further research.

Critical Index for Teacher Turnover

TO clarify the relative strength of influence

exerted by each of the six major areas of possible dissatis-

faction sampled by the questionnaire, a "cluster of response"

technique was employed. The procedure is described in

detail in Chapter I of this study. The "critical index"

obtained for each major area as a result of the "clustering"

procedure is presented in Table 6-5. The greater the num-

ber, or "critical index," of the major areas, the greater

the apparent influence affecting teachers' decisions to

leave their 1966-67 positions in Idaho schools.

It can be seen from the data listed in Table 6-1

that for males and for all respondents leaving Idaho the

greatest "critical index" occurred in the major area,

"Economic Factors." This same relationship was also

reported in the 1963 and 1965 Idaho teacher turnover

studies. The "critical index" in this area varied from a

low of 0.73 for female respondents to a h:gh of 1.25 for

respondents leaving Idaho. Male respondents and those leav-

ing Idaho were most influenced by economic factors. Female

respondents and those remaining in Idaho were much less

strongly influenced by this major area. Economic factors

appeared to be the most important influences upon teachers

when they made their decisions to resign.

"Working Conditions" was the category that ranked

first among those respondents remaining in the state. How-

ever, it had the second highest "critical index" for all

male and female respondents and for those respondents leav-

ing Idaho. Again, male respondents and all those respond-

ents leaving Idaho were more strongly influenced to resign ,

because of 'Working Conditions" then either females or those

respondents remaining in Idaho. It would appear that the

broad arra of working conditions is a chief factor in intra-

state mobility.

The "critical index" for "Community Factors" ranked

third in magnitude for respondents letiving Idaho; third for

males; and sixth, or last place, by female respondents, and

in fourth place for respondents remaining in Idaho.

"Pupil Factors" ranked fifth as a cause of dissatis-

faction among male respondents; fourth among female respond-

ents; and last (sixth) among respondents leaving Idaho.
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TABLE 6-5

CRITICAL INDEX FOR IDAHO TEACHER TURNOVER 1966-67a

Major Area
Respondents

Male Female Remaining
in Idaho

Leaving
Idaho

Administrative and
Supervisory Factors 0.66 0.48 0.56 0.59

Community Factors 0.77 0.43 0.57 0.64

Economic Factors 1.18 0.73 0.66 1.25

Personal and
Family Factors 0.38 0.69 0.50 0.56

Pupil Factors 0.60 0.49 0.58 0.51

Working Conditions 0.87 0.70 0.74 0.82

Note: The hundredth places in the above table have

very slight deviations due to the electronic computer's

internal truncating and rounding of decimals.
a
The greater the number, or "critical index" of the

major areas, the greater the apparent influence of those

areas on teachers' decisions to leave their 1966-67 Idaho

positions. The "critical index" was obtained as follows:

the answers to questionnaire items 37 through 76 were

weighted. A numerical value was arbitrarily assigned each

possible response. An answer of "N," indicating that the

factor had no influence on the respondent's decision to

change positions was given a value of O. An answer of "S,"

or slight influence, was given a value of 1; 7M," or moder-

ate influence, was given a value of 2; and "D," or decided

influence, received a value of 3. The values that 7ia-rFues-

tion received were totaled. The total values for the ques-

tions within each major area (or cluster) were added together

to give a "cluster" response to that major area. Each

"cluster" total was then, in turn, divided by the total

number of respondents to obtain the "critical index." The

maximum possible "critical index" under this procedure is

3.0.
For example, Table A-18, page 208, shows the male

responses to Part III of the questionnaire. The five items

(questions 37-41) under "Administrative and Supervisory
Factors" had a grand total of 1804 respondents checking the

items--361, 363, 363, 360, and 357, respectively. The

total weight of the cluster's five items was 1203--217, 298,

298, 171, and 219. By dividing 1203 (the total weight) by

1804 (the total N) the Male "Critical Index" for Administra-

tive and Supervisory Factors (0.66) was calculated. This

procedure was used to compute all "Critical Indexes."



"Pupil Factors" ranked third among respondents remaining or
moving within Idaho.

The "critical index" for the major category "Admin-
istrative and Supervisory Factors" was ranked in fifth place
as an influence on the resignations of respondents who re-
mained in Idaho and female respondents. For respondents
remaining in Idaho and all males, "Administrative and Sdper-
visory Factors" was rated in fourth place.

"Personal and Family Factors" ranked in sixth, or
last, place as the least influential major area for male
respondents and respondents leaving Idaho, and in third
place for respondents remainin4 in Idaho. "Personal and
Family Factors" ranked fourth in importance as a major area
of influence for female respondents.

A comparison of the "critical index" derived from
each major area by male and female respondents shows that
males who resigned were more strongly influenced in all areas
than were females, with the exception of "Personal and Family
Factors." The "critical index" in this area was almost
twice as great for female respondents as for male respondents.

The "critical indexes" for respondents remaining in
Idaho and respondents leaving Idaho exhibit much the same
type relationship, although to a lesser degree. Five of the
major areas had greater influence on respondents who left
the state than on those who remained, except for "Pupil Fac-
tors."

Since the "critical index" for Idaho teacher turnover
uses a weighted mean, the indexes for the 1963, 1965, and
1967 studies can be compared. Tables 6-6 and 6-7 show the
"critical indexes" for Idaho teachers who left their posi-
tions after the 1962-63 and 1964-65 school years, respect-
ively. The reader will note the "Economic Factors" had a
greater "critical index" reported in the 1963 study than
either the 1965 or 1967 studies. This could be interpreted
to mean that these factors were perceived by the respondents
of the 1962-63 teacher turnover study as being more influen-
tial and as having had greater impact on the decisions to
leave their 1962-63 teacher positions.

Again, in both previous studies as in the current
study, the male respondents and those respondents who left
Idaho had higher "critical indexes" than female respondents
and those respondents remaining in Idaho, except for "Per-
sonal and Family Factors."

-133-



ij

Working Conditions .78 .51 .53 .16

Li Source: Donald C. Orlich, David L. Crowder, and R. D.

Rounds, Idaho Teacher Mobility: 1965 (Pocatello: Idah,) State

University, July, 1966), p. 88. (Multilithed.)

Li aThe greater the number, or "critical index" of the
major areas, the greater the apparent influence of those areas

!,) on teachers' decisions to leave their 1964-65 Idaho positions.
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TABLE 6-6

CRITICAL INDEX FOR IDAHO TEACHER TURNOVER 1962-638

Major Area
7ffawiTagEr

Remaining Leaving
Male Female in Idaho Idaho

Administrative and
Supervisory Factors .54 .38 .46 .47

Community Factors .68 .38 .45 .61

Economic Factors 1.27 .64 .63 1.26

Personal and Family
Factors .24 .52 .38 .38

Pupil Factors .59 .40 .46 .53

Working Conditions .86 .58 .64 .80

Source: Donald C. Orlich, Evelyn M. Craven, and R. D.
Rounds, Teacher Turnover in Idaho Public Schools: 1963
(Pocatello: Idaho State University, July, 1964), p. 97.

(Multilithed.)
aThe greater the number, or "critical index" of the

major areas, the greater the apparent influence of those
areas on teachers' decisions to leave their 1962-63 Idaho
positions. The "critical index" was obtained by the same
method described in the footnote under Table 6-5.

TABLE 6-7

CRITICAL INDEX FOR IDAHO TEACHER TURNOVER 1964-65a

Major Area
Respondents

Male
Remaining

Female in Idaho
Leaving
Idaho

Administrative and
Supervisory Factors .64 .33 .42 .52

Community Factors .59 .32 .36 .56

Economic Factors .90 .43 .42 .92

Personal and Family
Factors .26 .50 .40 .41

Pupil Factors .60 .40 .46 .53



Statistical Analyses of Reasons for Leaving 1966-67
Positlons

The rank-difference correlation (rho)
1 was used to

determine if there were any relationships between two major
sub-group rankings on stated reasons for leaving positions
as reported on question 36 and all of Part III of the ques-
tionnaire. The sub-groups consisted of: (1) males and
females, and (2) those respondents remaining but moving
within Iddho and those respondents leaving Idaho. The
forty reasons that were given by the respondents for leaving
1966-67 positions, as determined from Part III of the ques-
tionnaire, were ranked by the investigators from first to
last in each of the six major areas discussed above. The
factor having the greatest weight was ranked number one,
while those of lesser weight (influence) followed in numeri-

cal ordar. The following is a summary of the tabulations.

1. The ranking (of the ten given forced response
items on question 36, reasons for leaving the 1966-67 posi-
tions) of all males compared to the same rankings of all
females had a correlation (rho) of .93 which was significant
at the .01 level. This means that the rank order of the
responses between all male and all female respondents was
similar, i.e., had some relationship not due to chance alone.

2. A correlation (rho) of .87 was found between the
ranked reasons for leaving 1966-67 positions listed on ques-
tion 36 for all respondents remaining or moving within Idaho
and all respondents leaving the state. This correlation
was high and was signnficant at the .01 level. This means
that there was a very high degree of relationship between
the ranked reasons as given by those leaving Idaho and those
changing positions within Idaho. From this ranking it can
be inferred that teachers who change their positions do so
for similar reasons. However, those who leave the state of
Idaho may have a greater degree of dissatisfaction with the
various factors listed in this study than those who remained
in Idaho, but change positions or school districts within
the state. This seems to be substantiated from the "criti-
cal indexes" computed in Tables 6-5, 6-6, and 6-7.

The findings of the 1963, 1965, and this, the 1967
study, all tend to be very similar and almost identical in
magnitude as to why teachers have either left Idaho or
their respective Idaho teaching positions.

The six major areas included in Part III of the ques-
tionnaire were tested by rank order correlations (rho) to

1
Garrett, o . cit., pp. 371-375. (Through the use of

rho, a high correlat on is found when items are listed in a
similar order, or ranking. Conversely, a low correlation
exists when items are listed in different orders for two

groups.)
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determine if any significant differences would be found
between two sub-groups consisting of (1) male and female
and (2) intrastate moves and out-of-state moves. The fol-
lowing summarizes the findings by major area.

1. Admi.ni.strati.so,Factorvrs. There
were no significant Aillei-itithirankirik4 of five
items included under this major area. There was a .70 cor-
relation between rankings of those leaving Idaho and those
remaining; and a .30 correlation between the rank orders of
male and female respondents. This means that the groups had
dissimilar rankings and that the factor described had a dif-
ferent impact on each sub-group.

2. Community Factors. There were highly significant
correlations, .T8 and .95, between those leaving Idaho and
those staying; and between males and females on the eight
tested community factors. These correlations were signifi-
cant at the .01 level. This means the rankings were very
similar or alike for both groups.

3. Economic Factors. There was a .70 correlation
(not signiffEET) -7377SW-leaving Idaho and those remain-
ing in Idaho for the five items concerning the economic fac-
tors, especially salaries. As was noted in the critical
indexes, out-of-state persons perceive salary or economic
factors as apparently being more important than do those
teachers who remain in Idaho. However, there were correla-
tions of 1.00 (significant at .01) in these same rankings by
all males and all females. This means that the male and
female respondents ranked the five items in precisely the
same order.

4. Personal and Family Factors. An identical but
statistically significant correlation of .38 was computed
for the "Personal and Family Factors" between both sub-
groups: males and females, and in-state and out-of-state
resptIndents. This means that there was little relationship
in the manner in which these groups ranked the eight items
under the general area. Again, this would be expected by
studying the critical indexes for each group.

5. Pupil
at .01) was found
both sub-groups.
and those staying
identical order.

Factors. A 1.00 correlation (significant
in the rankings of "Pupil Factors" between
Males and females, and those leaving Idaho
in Idaho ranked the "Pupil Factors" in

6. Working Conditions. The ranking of the ten
items listed under "Working Conditions" were both signifi-
cant at the .01 level for both sub-groups. The correlation
between rankings of those leaving Idaho and those remaining
in Idaho was .94. The rankings of the ten items for all
males and all females had a correlation of .78. This means
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that there were few differences in the rankings which con-

cerned working conditions.

IeCriti.IrRankin:soft1idexfor1966-67. Table

6-8 listii-thedegree-oreatiot-flWeen the four
sub-groups listed on Table 6-5. The only group with a sta-
tistically significant correlation (.01 level) was that com-

puted between males and those respondents leaving Idaho. The

rho was 0.94. This substantiates, statistically, that males

and persons leaving Idaho do tend to perceive their situa-

tions in a similar manner.

TABLE 6-8

RANK ORDER CORRELATION (RHO) BASED ON RANKINGS OF THE
"CRITICAL INDEX" BY SUB-GROUPS FOR 1966-67*

Sub-group Rho
egree o

Significance

Males vs. females

Respondents who left Idaho
vs. respondents remaining
in Idaho

Females vs. respondents
who left Idaho

Males vs. respondents who
left Idaho

Males vs. respondents remain-
ing in Idaho

Females vs. respondents
remainin in Idaho .54 Not Si ificant

The major factors or areas are: Administrative and

Sdpervisory, Community, Economic, Personal and Family, Pupil

and Working Conditions (see Part III of the questionnaire).

Mita are taken from Table 6-5.

. 43 Not Significant

. 60 Not Significant

. 49 Not Significant

. S4 .01 level

.77 Not Significant

All other rankings of the critical indexes tested to

be not significant, i.e., (1) males vs. females, (2) out-of-

stal:e vs. in-state respondents, (3) out-of-state vs. all

female respondents, (4) in-state vs. all male respondents,

and (5) in-state respondents vs. all females. This means the

rank orders of critical indexes for each pair were not simi-

lar. These data tend to substantiate the hypo-Min-That
males and females move for different reasons, as do those

moving within the state ard those leaving the state.
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CHAPTER 7

CONCLUSIONS AND IMPLICATIONS

I. GENERAL

Teachers leave their positions for a variety of
reasons as evidenced by the data presented in this study.
Yet, there appears to be one overriding generalization--
male and female teachers leave their teaching positions
for different reasons. This and other aspects will now be
discussed.

Economic Factors

Idaho teachers who resigned from their 1966-67 posi-
tions, as a group, were most influenced to leave those posi-
tions by economic factors. From the findings reported in
Chapter VI, it appeared that salary increases averaging
between $500 and $1500 per year were available to qualified
teachers who were willing to move. Increased salaries
throughout the state of Idaho, though not eliminating turn-
over entirely, would do much to lessen the magnitude of the
problem, and would help to attract and retain teachers. The
recruitment of academically qualified teachers to fill
vacancies is most difficult since Idaho must compete with
surrounding states, all of which pay higher teacher salaries.

As we reviewed the respondents' reported salary data,
and other trends which indicated that economic factors
prompted males and those respondents leaving the state to
change positions, it became apparent that the Idaho class-
room teacher salary structure is not competitive. The reader
is invited to re-examine the data in Chapter 6 to observe the
rather high degree of importance given to economic factors
by teachers leaving their 1966-67 Idaho teaching positions.

Idaho became somewhat competitive in the teacher
"market place" during the close of the 1964-65 school year,
and apparently maintaSned that posture during the 1965-66
school year. This was caused partially by an average salary
increase uf $501.00 for the 1965-66 school year (the largest
yearly salary increase since 1953). During the 1966-67
school year, the average raises were $126 for the year--
inversely relating to the relatively large number of teachers
who resigned their positions.

Section 33-1219 of the Idaho Code establishes the
State's mandatory and minimum salary schedule. In Idaho,
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the minimum allowable salary for a teacher with four years
of accredited college training (BA equivalent) is $2370.
Table 5-5 presents the state of Idaho's legislated salary
minimums.

Table 7-1 adds more evidence to our conclusion that
Idaho must exert even greater financial effort to compete for
qualified teachers. The data on Table 7-1 reflsct the aver-
age 1967 salaries of classroom teachers and the percentage
of classroom teachers in various salary categories for the
Rocky Mountain and West Coast states.

It can be observed that Idaho has the greatest number
of classroom teachers in salary category below $5499 than any
other listed state. What this means is that Idaho must draw
from the western states for new or replacement teachers. The
chances of attracting career oriented teachers to Idaho are
reduced when the economic aspects are considered. Kearns'
study of the egress of University of Idaho male graduates
shaved that those males who remained in Idaho obtained satis-
factory employment, liked Idaho, were natives of Idaho, and
enjoyed Idaho's recreational opportunities. These,reasons
accounted for 85 percent of the primary responses.L In short,
the males who remained in the state enjoyed Idaho's natural
resources. The reader must remember that every state listed
on Table 7-1 is equally endowed in natural resources, except,
perhaps, Nevada and portions of Arizona and New Mexico. To
say that Idaho's natural beauty will outweigh economic fac-
tors in attracting teachers may not be supported by empirical
evidence.

The states which supplied the majority of immigrants
to Idaho who ultimately moved either intra- or interstate in
1967 were the ten western states. We would predict that
these same ten states are supplying the bulk of additional
personnel to Idaho's teaching corps, since Idaho institutions
are unable to fulfill the demand.

If Idaho is to compete for qualitz personnel, then
the Idaho Task Force Committee for Education's recommendation
that Idaho classroom teaching salaries be competitive with
the Rocky Mountain states is imperative. We recognize
Idaho's overall apparent fiscal inability to compete with
the West Coast states. Yet, it must be realized that Wash-
ington and Oregon are those states that have consistently
attracted Idaho's academically qualified teachers since at
least 1959 when data were systematically collected about Idaho
teacher turnover.

IWilliam Alan Kerns, "Factors Relating to the Egress
of University of Idaho Male Graduates from the State of
Idaho" (unpublidhed Master's thesis, University of Idaho,
Moscow, 1968), p. 54, Table 14.
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What is a reasonable and competitive minimum and maxi-
mum range of teaching salaries? To answer the question de-
pends on one's orientation. If major competition for
beginning teachers with the Rocky Mountain area is desired,
then a minimum salary of $6,000 must be considered. Never-
theless, a minimum salary for 1969-70 must be at least
$5600 just to maintain minor competition for Idaho's own
graduating seniors.

A high salary minimum will attract younger and
probably more career oriented male teachers. Since males
consider the economic facets of teaching when they leave
their positions it is logical to assume that they would
remain in Idaho if economic conditions were improved. This
would necessitate a rather high minimum plus a marked addi-
tion to state's maximum salaries. A maiTEE salary of
$9000 to $10,000 (to be reached in eight to ten years) would
help counteract the West Coast attractiveness for Idaho male
teachers. Male teacher turnover would not be eliminated,
but it could be reduced with stronger economic efforts.

Since females have consistently left their teaching
positions for personal and family reasons, the salary struc-
ture appears to be of less concern. Non-career oriented
females who re-enter teaching in their forties and fifties
are, in a sense, "captive" and will re-enter teaching
regardless of salary. Thus, salary arguments may continue
to rage in Idaho. But, who stays and who leaves may affect
the quality of the educational product.

Figure 8 and Table 4-3 show and list the ages of
the 1967-68 Idaho teacher corps. It was encouraging to
note for the first time since at least 1955, that there is
a substantial proportion of young females between the ages
of 21 to 25 teaching in Idaho. However, it must be recog-
nized that the majority of Idaho teachers are older females
with almost 1384 or 26 percent of all females approaching
retirnment by 1975!

The alternative to increased salaries to keep better
prepared teachers in the state is educational disaster.
There are unpublished data available to show that an erosion
has taken place on the raw score means of Idaho's high
school juniors on the Iowa Test of Educational Development
(ITED) within several high schools in Idaho.1 What has
caused the slight declinea has not been studied. Surely
excessive high school teacher turnover is playing a major
part. Curriculum cannot be improved with a consistently
large number of new teachers in the classroom year after
year.

Boise.
'Files of the Idaho State Department of Education,
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II

di

Wbrking Conditions

Working conditions, next to economic factors, were
most influertial in causing Idaho teachers to leave or
change their 1966-67 positions. Of course, any substantial
improvement in thim area is dependent on the fiscal status
of the respective school districts. Smaller class loads,
sufficient teaching materials, supplies and equipment, and
adequate physical plant are all educational advantages which
need financial considerations.

These findings should come as no surprise for they
were also reported in a special study on Idaho statewide
educational conditions and finance published by thc National
Education Association in January, 1965. In part, this
report stated:

The impressions that the six survey teams brought
back to the full Committee's evaluation sessions were
found to have a high degree of correlation. Although
marked disparities in educational levels were noted
both among school districts throughout the state and
within single districts, no one region of the state
appears to have a monopoly on educational advantages
or disadvantages. The variations in program, facili-
ties, and staff appear to be comparable in all regions,
with this predictable exception: It was noted that
diversification of our curricula and facilities and
staff specialization increase in proportion to the
size of pupil enrollments. The small rural school sys-
tems appear to be far behind urban schools in these
areas. However, even the more heavily populated school
districts, with several large, modern schools, invari-
ably contain antiquated, run-down buildings where
teachers struggle to maintain student interest in over-
crowded poorly ventilated and lighted classrooms, where
instructional tools and facilities are grossly inade-
quate, library materials meager and outdated, and sup-
porting services in most cases nonexistent.

The process of education cannot thrive in such an
environment and yct survey teams found circumstances
similar to those described above in many schools, in
both urban and rural districts, throughout the state.1

Since teaching conditions vary between districts in the
state, it behooves local school boards and school adminis-
trators to survey their local conditions in an attempt to
alleviate problems of vital concern.

lIdaho: A State=Wide Study of Educational Conditions
and SchoorMance, Report of a Public School Study, National
Commission on Proressional Rights and Responsibilities, NEA
(Washington, D.C.: NEA, January, 1965), p. 24.
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Many routine and monotonous duties which distract
from the teachers' professional or instructional duties
could be easily handled by non-professional assistants.
The latter could supervise lunch lines, corridors, lava-
tories, and a host of "chaperoning" activities aseociated
with general management. Some Idaho school districts have
inaugurated "teacher aide" programs under Title I of the
Elementary and Secondary School Act of 1965. These pro-
jects merit consideration as one means to improve overall
working conditions. However, greater emphasis is then
needed to re-orient the classroom teacher to a role that
accomodates the addition of such ancillary personnel.

Other Factors Relating to Teacher Mobility

1. Dissatisfaction from pupil related factors which
influenced teachers to resign their 1966-67 positions
appeared to play a minor role with all groups responding
to our study. The one item that was found in the top ten
reasons for leaving 1966-67 positions for females and those
moving in Idaho was "Too little relief from pupil contact
during the day." Cther pupil factors listed on the ques-
tionnaire caused little concern to the great majority of
respondents. Each school district would have to study its
own conditions to help solve the problem of allowing some
released time for teachers.

2. Community related problems seemed to have had
some influence on male respondents and those who left the
state. In 1963, respondents expressed concern regarding
community conditions, and seemed to resent their perceived
status in their respective communities. In the 1965 study,
there appeared to be fewer respondents affected by negative
community factors. From our limited and somewhat erratic
data, wt cannot adequately analyze the perceptions that
Idaho turnover teachers have of their community related
problems.

3. An important factor that was evident in our
findings was the movement of individuals from smaller towns
to larger ones, from moaner school districts to larger
ones, and from smaller sized schools to larger ones. This
finding was obvious in the 1965 Idaho teacher turnover
study, but not so in 1963. What this may mean is that the
smaller sized school district may be placed in a position
that it must face the alternative of hiring "captive" local
teachers, or be perennially faced with substantially large
yearly faculty turnover rates.

The findings reported in this study are substanti-
ated by the findings of the Director of Secondary Education
of the Idaho State Department of Educa-ion. In the Accredit-
ation Reports of Idaho Secondary Schools for several school
years from 1962-63 through 1966-67 smaller high schools
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(enrollment 299 or less) were above the state medians for
all public high schools for percent of faculty turnover.
Table 7-2 summarizes the findings of the Idaho Director of

Secondary Education. Table 7-3 shows the details of teacher
turnover in Idaho public high schools for 1966-67.

Table 7-2 presents data concerning the turnover of
Idaho's high school teachers between the 1962-63 and 1967-68
school years. There is a strong inverse relationship between
high school size and faculty turnover, i.e., the smaller the
school, the greater the turnover. Over the six year period
the larger high schools (1000 and over) consistently lost a
lesser percentage of their faculty than did the smaller ones.
The very small sized high schools (299 and fewer) have con-
sistently had turnover rates that almost double those of
the group of high schools with enrollments 300 and above.
Those high schools with enrollment over 1000 had the small-
est percentage of teacher turnover during the six year
period. The implications may be such that further consoli-
dation of attendance units and school districts should war-
rant serious legislative consideration. There are "isolated"
high schools, but these appear not to be the rule in Idaho.
It seems that with few exceptions further district and
school plant consolidation could be affected. Similar
observations were noted by the 1965 NEA Iddho study wherein
the study team wrote:

Examples are observed where further consolidation
of school attendance units appears to be essential to
improvement of programs and services. In other cases
some special programs or special staff could be shared
by two or more districts. Some examples are found
where as many as three districts are within reasonable
commuting distance for transporting pupils to one center
for such classes as prmgrams for physically and mentally
handicapped children, vocational courses, and advanced
science programs. Smme specialized personnel, too,
could be shared in these instances.1

If local school districts are to improve their pro-

grams of studies, then basic local units must be organized
to make maximum utilization of available financial resources
and educational talent. Again, citing the NEA's 1965 survey:
"The observations in this study leave no doubt about the
wide range among school districts in their programs of
instruction and professional services."2 These comments
reflect a current status of Idaho educational conditions
and have an effect on teacher mobility. They must be con-
sidered as being relevant to a study on teacher turnover.

Dr. Thomas O. Bell, Assistant Dean of the College of
Education at the University of Idaho, is preparing a study

p. 54. 2Thid.



TABLE 7-2

PERCENT OF TEACHER TURNOVER IN IDAHO PUBLIC HIGH

SCHOOLS 1962-63 THROUGH 1967-68

High School
Enrollment

Over 1500
1000-1500
500- 999
300- 499

200- 299
100- 199
50- 99

Under 50

ercent o eac er mover er oo Yea

1962-63 1963-64 1964-65 1965-66 1966-67 1967-68

21.5 17.5 18.6 17.7 12.7 15.4

21.2 14.5 17.5 17.6 18.3 19.6

19.8 22.7 25.8 22.1 25.5 19.0

20.3 24.2 21.6 21.2 22.1 17.8

29.4 28.2 24.6 24.6 23.8 18.2

28.1 31.5 27.5 24.0 24.8 17.8

34.1 35.2 38.3 29.8 25.9 22.0

25.0 37.5 25.0 52.3 27.8 26.9

Saurce: Robert E. Neal, Statistical Summary on

Individual Secondary Schools for the School Year 1967-68

(and each respective school year for all ot er data

(Boise: Idaho State Department of Education, 1967), pp. 1-11.

aPercents rounded to nearest tenth by investigators,

utilizing the average weighted turnover figure for each

respective school size.

TABLE 7-3

PERCENT OF TEACHER TURNOVER IN IDAHO PUBLIC
HIGH SCHOOLS 1966-67

High School
Enrollment

No. of
Schools

Full-Time Teacher
Equivalents

Percent of
Teacher Turnover

Over 1500 8 503.78 12.75

1000-1500 8 396.99 18.72

500- 999 12 315.68 25.5

300- 499 22 426.81 22.07

200- 299 19 266.38 23.79

100- 199 30 299.12 24.85

50- 99 20 144.14 25.96

Under 50 7 31.63 27.77

Approximate median for Public High
School Teacher Turnover by School Size* 24.0%

-SOIxrce: Nrimrt E. Neal, Statistical Summaryon
Individual Secondary Schools for School Year 1966-67 (Boise:

Idaho State Department ofrEducation, 1966), pp. I-Vr.

*Determined by investigators.
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in Idaho school district reorganization which will be pUb-
lished in the winter of 1968-69. His study will present
details and recommendations for reorganization of Idaho's
117 school districts.

Differences Between Male and Female Responses

It is obvious that there are differences between
males and females--or as the French are credited for saying,
"Vi Vala Difference." But, on the more serious side, the
totaiFisponse patterns between males who left their 1966-67
teaching positions were different, statistically so in sev-
eral cases, from female respondents. It appears that the
male perceives teaching as his primary occupation, with
economically related factors being of great importance to
his career opportunities. This is not to be construed that
women are not interested in salary factors. Women tended
to change positions for personal reasons such as: spouse's
move, family moved, and actual or pending marriage or need
to take care of home. Of course, economic factors were con-
sidered by females, but not to the extent that they were
for the males. (Examine Table 6-1 to observe the relative
weight of responses between males and females.)

In response to question number 36 which asked for
the one most important factor that influenced the changing
of the position held in 1966-67, women checked "Personal
reasons" as being the number one choice, followed by "Hus-
band changed employment." Analysis of Part III of the
questionnaire showed that 76, or 17 percent, of all female
respondents left their positions because of "maternity";
while 140, or 31 percent, of all females changed positions
because of spouse's mobility. It appears that almost one-
half of the females responding to this study changed posi-
tions or left teaching not because of occupational grievances,
but family reasons.

Lest the female teachers of Idaho rise in anger,
the above discussion and interpretation is not applicable
to all female teachers. To be sure, there are many caree:
oriented females teaching in Idaho. These teachers are in
an occupational category different from the sometime-
teacher sometime-housewife position that appears to account
for a very large incidence of Idaho's teacher mobility, and
teacher loss.

Regarding the total mobility patterns of males and
females, there also appeared to be some general noticeable
differences. Fifty-four percent of all females responding
to this study stayed in Idaho. That is, 248 of 438 respond-
ing females were in the state for the 1967-68 school year.
Forty-two percent of the responding males--167 of 397--
stated that they remained in Idaho during the 1967-68
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school yea.. The out-of-state migration pattern was, in
proportion, predominately males. Item 32 listed in Appen-
dix C, Table A-9, reflects these findings. This out-
migration ratio is somewhat important, since Idaho's class-
room teaching corps for 1967-68 was comprised of women, in
a five to three ratio over men.

Once again, we raise the point that was raised in
the 1965 Idaho teacher study: If teaching is to be classi-
fied as a "profession" what impact will a large non-career
segment have on the long-range goals of the entire profes-
sional group? Obviously, this is beyond the scope of our
study, but the ramifications need to be analyzed.

II. AN INFORMATION SYSTEM MODEL

One of the major purposes of this investigation was
to develop and field test an information system on teacher
mobility that could be utilized in any state or school dis-
trict. To this end, the questionnaire is located in Appen-
dix A and proved to be highly successful in administration,
tabulation, and analyses. Appendix B presents a critique
of the questionnaire with suggested improvements for future
users. Appendices C and D present the computer programs,
flow charts, write-ups and data output for IBM Computer
Models 1130 and 1620, respectively. These programs can be
adapted to any state wishing to utilize the survey instru-
ment.

The research model suggested here has been tested
in 1963, 1965, and 1967 in Idaho. The results of the three
surveys have proven to be extremely reliable and valid.
There has been a very high consistency of responses over
the six year period. Further, the state of Kentucky used
our instrument and analytIc methods in determining that
state's teacher mobility.L The instrument is apparently
easily adapted to specific states.

It would be our recommendation that a user of the
system utilize the IBM Model 1130 computer to reduce over-
all running time. Several card sorts must be accomplished
on the LIBM Model 1620 computer which require costly machine
time. Too, the Model 1620 is a much slower computer and
takes more time to process the data causing the costs to
increase proportionally.

Analyses of written comments showed that basically
those respondents who added information restated reasons

1S Kern Alexander, George Rush, and Mary Figg,
Teadher Turnover Study, 1966 (Kentucky: Division of Statis-
tical Services, Bureau of Administration and Finance,
Kentucky Department of Education, 1966). (Multilithed.)
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that were already listed on the instrument. Most of the

respondents who added comments expressed a great degree

of dissatisfaction with general factors, e.g., the state's

governor, tax groups, specific administrators, "right wing"

groups, and the like. To this end, one might determine the

intensity of apparent dismay as to why specific persons

left their former positions. Several respondents gave

their exact salaries to show the differences, e.g., "I made

$6,400 in Idaho during 1966-67 year. For 1968-69 I'll be

making $10,500!" That was the response of a male classroom

teacher who left the state.

In short, we have tested an information system that

has local, state, regional or national applicability. Per-

haps a group of state departments of educatior or regional

educational laboratories migat collaborate in conducting

such studies, especially if preliminary stvdy would reveal

some common problems and in or out-migration patterns.

III, EMPLICATIONS

We have attempted to present data, information, and

interpretations concerning a problem that undoubtedly has

had adverse affect on one state's educational programs. We

have not been able to ascertain what effects excessive

teacher turnover has had on individual schools. Certainly,

long-range plans or programs cannot be effectively carried

out if there is a chronic pattern of teacher mobility. This

becomes rather crucial at the secondary school level where

curriculum reforms are being instituted throughout the

nation and state. Rapid curriculum changes are observable

on the elementary school level also--modern mathematics and

science--to cite but two programs. Curriculum offerings

which require specialized or advanced education can only be

jeopardized by faculty mobility.

It would be appropriate if local school boards and

administrators would study their own district teacher mobil-

ity patterns. If local problems are to be solved, the

first step would be to isolate apparent reasons for teacher

dissatisfaction within the local situation.

:

The comments made by one of Idaho's leading superin

tendents is most appropriate as the impression of one super-

intendent who is desirous of maintaining an excellent

program of studies. Rulon Ellis, superintendent of schools

in Pocatello, Idaho, stated that at the end of the 1967-68

-

school year the district had a teacher turnover of 26 per-

i

cent! He was then quoted as saying:

For stability this rate should never be higher than

14 to 15 percent in this district. Twenty-three per-

cent of our staff are in their first or second year of
-148-
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teaching. In my opinion the sanction imposed by the
Idaho Education Association cut the number of applica-
tions from prospective teachers by one-third. We have
not been able to be as selective in our teacher hiring
as we would like to be. We must become more competi-
tive in our salary schfdule before we can stop this
high rate of turnover.1

Our study has raised several questions for immediate
concern. Perhaps the reader has asked himself, "Why?" The
answer is relatively simple: "Ultimately better teacher
morale, education, and services really mean better class-
room teaching." This is the one major reason for continued
interest in who leaves, and who stays to teach in public
elementary and secondary school classrooms.

1
Idaho State Journal (Pocatello), Tuesday, Septem-

ber 10, 1968, Section B, p. 3.
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APPENDIX A
1967 TEACHER MOBILITY STUDY QUESTIONNAIRE

Idaho State University

Please complete the questionnaire by checking the appropriate items and filling in the requested informa-

tion. Return the completed questionnaire to: DR. TOM EDGAR, Director, Teacher Mobility Study, College of Education,

Idaho State University, Pocatello, Idaho 83201.

This is an academic study. All personal information will be held in strict confidence. The study will be made

without any mention of names or school districts.

PART I

Personal Data

l.

2.

3.

4.

5.

6.

7.

I am:
(1) Male
(2) Female

I am:
(1) Single
(2) Married
(3) Divorced
(4) Separated
(5) Widowed

I have the following number of dependents, i.e.,
spouse and children:
.. .... .(1) None

(2) 1-2
(3) 3-4

...... (4)5-6
(5) 7 or more

I have the following number of dependents
under 18 years of age:
. -(1) None

(2) 1-2
(3) 3-4
(4) 5-6
(5) 7 or more

My age is:
(1) 24 or younger
(2) 25-29
(3) 30-34
(4) 35-39
(5) 40-44
(6) 45-49
(7) 50-54
(8) 55-59
(9) 60 or over

The highest degree I hold is:
(1) No degree
(2) BA or BS in Education
(3) BA or BS not in Education
(4) Masters in Education
(5) Masters not in Education
(6) Education Specialist
(7) Doctorate
(8) Other

(specify)

I have taught a total cf:
(1) Less than 1 school year
(2) 1 year
(3) 2-3 years
(4) 4-5 years
(5) 6-9 years
(6) 10-14 years
(7) 15 years or over

8.

9.

10,

13,

16.

17.

As of May, 1967, how many years did you teach

in Idaho?
(1) less than 1 year
(2) 1 year
(3) 2-3 years
(4) 4-5 years
(5) 6-9 years
(6) 10-14 years
(7) 15 years or over

The institution granting my highest degree (or if
non-degreed, institution providing education
courses which lead to Idaho teaching certificate)
was:

(1) Boise College
(2) Brigham Young University
(3) College of Idaho
(4) Idaho State University
(5) N. W. Nazarene College
(6) University of Idaho
(7) University of Utah
(8) Utah State University
(9) Other (Please specify name of institu-

tion and state)

11, 12. Please list your academic subject major:
(a minimum of 30 semester hours or 45
quarter credit hours.)

14, 15. Please list your academic subject minor:
(a minimum of 20 semester hours or 30
quarter credit hours.)

Are you still living at the same address as you
did in 1966-67?

(1) Yes
(2) No

During 1966-67, I was employed under the fol-
lowing type of Idaho Teaching Certificate (check

one only):
(1) Provisional Elementary
(2) Provisional Secondary
(3) Standard Elementary
(4) Standard Secondary
(5) Elementary Principal
(6) Secondary Principal
(7) Pupil Personnel Service
(8) Other (please specify)
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PART II

Your 1966-67 and 1967-68 Positions

Part II of the questionnaire concerns your status for the school years of 1966-67 and 1967-68. The column to

the left concerns your Idaho position for tne 1966-67 school year, while the righthand column pertains to your

1967-68 position. As you read each question, please make a check mark in the appropriate space for ROTH

your former position, held in 1966-67, AND your present positionthe 1967-68 school year. Even though you

may no longer be teaching, please answer all questions which are applicable to you. (You will note that for

your ease in marking, the columns are adjacent).

My
Former
Position
1966-67

18.

My
Present
Position
1967-68

19. Population of my Community of
Residence:

My
Former
Position
1966-67

26.

........(1)

My
Present
POsitiOn
1967-68

27. My Primary duty:

........(1) Teacher

(1) (1) Less than 500 (2) ____(2) Principal
(2) 500-2499 (3) (3) Superintendent

(3)
(4)

(3) 2500-4999
(4) 5000-9999

(4) (4) Guidance

-------(5) (5) 10,000-19,999 --- ....-(5) (5) Librarian

(6) (6) 20,000-49,999 (6) (6) Special Education

(7) -----(7) 50,000-100,000 (7) (7) Supervision

(8) (8) Over 100,000 -------(8) (8) Not Applicable

(9) (9) Other (please spedfy)

20. 21. Total Enrollment in School Dis-
trict in which I live:

------(1) ........(1) Less than 50 28. 29. At least half my time is spent
.--...(2) (2) 50-99 teaching in:

(3) (3) 100-299
(4) (4) 300-599 (1) (1) My Major Area of Academic

-------(5) (5) 600-1199 Preparation

(6) (6) 1200-5999 (2) (2) My Minor Area of Academic

(7) (7) 6000-11,999 Preparation

(8) (8) 12,000-19,999 (3) (3) My Major and Minor Areas of

(9) (9) 20,000 or more Academic PreparatiOn

(4) (4) An Area Outside My Major and
Minor.

22. 23. Total Enrollment in the School in
which I teach: (5) (5) An Administrative Post

(6) (6) Pupil Personnel Services
(1)
(2)

(1) Less than 50
(2) 50-99

(7) (7) Not Applicable

(3) (3) 100-299
(4) (4) 300-499 30. 31. Annual Salary from Prime

(5) (5) 500-999 Occupation:

(6) (6) 1,000 or more
------(7) (7) Not Applicable

(1) (1) Not Working This Year

(2) (2) Under $5,500

24. 25. Type of School in which I teach: (3) (3) 5500-5999

(4) (4) 6000-6499
(1)
(2)

(1) Elementary (K-6)
(2) Middle (7-9)

(5) (5) 6500-6999

(3) (3) Senior High (10-12)
(6) (6) 7000-7499

... .... .(4) (4) Junior College (7) (7) 7500-7999

------(5) (5) College or University (8) (8) 8000-8499

(6) (6) Not Applicable (9) (9) 8500 or over
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PART 11

Your 1966-67 and 1967-68 Positions

(Continued)

32. State or Country in which you are now teaching

or residing is:

(1) Idaho

(2) Arizona

(3) California

(4) Colorado

(5) Montana

(6) Nevada

(7) Oregon

Utah

Washington

Other: (please specify)

33. If you moved into Idaho, from which state did

you migrate:

(1) Arizona

(2) California

(3) Colorado

(4) Montana

(5) Nevada

(6) Orevn

(7) Utah

(8) Washington

(9) Wyoming

Other: (please specify)

34. During 1967-68, are you employed full-time in

public elementary or secondary education?

(1) Yes

(2) No

IF NOT, KINDLY STATE YOUR PRESENT AND

PRIMARY OCCUPATION

35. Please check the one item that best describes

your teaching experiences in Idaho as of the

1966-67 school year.

(1) My first teaching position.

(2) I had taught in Idaho previously to
1966-67, but in another district.

(3) I have taught previous to 1966-67 in
Idaho but not for a continued length of
time.

(4) I taught in Idaho only long enough to
certify for some other state, then moved.

(5) I had taught previously to 1966-67, but
only in one other state.

(6) I have taught intermittently in at least
two or more states other than Idaho.

(7) Other (please specify)

36. What was the ONE most important factor that
influenced your decision to leave your 1966-67

position?

162

(1) Administrative and/or supervisory

(2) Adverse community conditions

(3) Critical difference of opinion with
administrator

(4) Economic necessity

(5) Husband (or wife) changed employment

(6) Did not enjoy teaching

(7) Personal reasons (returned to college,
married, divorced, health, etc.)

(8) Unsatisfactory teaching conditions
(inadequate facilities, pupil-teacher ratio
too high, etc.)

(9) Teaching certificate was not renewed

Other: (please specify)



PART 01

Reasons for Leaving Your 196647 Position
(Pleese Complete Regardless of Present Position)

DIRECTIONS: As you read each statement ask yourself this question: lo what extent did this factor influence my decision to leave the position
I hold during the 1966-1967 school year? Rate the influence of each factor by encircling the letter which most dearly defines your position.

Mho factor had she influseme en year decide. te chimp petitions
S-dto feeler had slight influence en year decide. fro change petition
Mehe fader had moderate inflames en year decision le change positions
DA. fatter had decided influence es year decision fro change poons

N S IA D 37. Administrator failed to ap-
preciate and praise worthy
teachers.

N 5 M D 31.. Administrator failed to sup-
port teadwe decisions.

A. Adrainistraim and Sepervisery Faders

N 5 M D 39. Board of Education goals
differed from those per-
ceived by teacher.

N 5 M D 40. New teachers were not
given adequate help.

N SMD 41. Supervision for the im-
provement of instruction
failed to meet teachers
needs.

N SMD Other reasons (specify) ..

N 5 M D 42. Community too small

N 5 M D 43. Failure of school patrons to
respect and accept teachers
like other professional peo-
Plc

N SPAD 44. General lack of parental in-
terest in school affairs.

B . Ceammity Faders

N SMD 45. Inadequate community fi-
nencial support of schools.

N SPAD 46. Living and housing condi-
tions unsatisfactory.

N 5 M D 47. Cultural facilities inade-
quate.

N 5 M D 48. School board too provincial.

N 5 M D 49. Unreasonable restrictions on
the personal, civil, social, or
religious lives of teachers.

N 5 M D Other reasons (spedfY) -

N SPAD 50. Business or industry offered
higher income and better op-
portunity for advancement.

N 5 M D 51. No financial future in
teaching.

C. konesic hears

N SPAD 52. Other states paid higher
salaries.

N StAD 53. Salary insufficient.

N 5 M D 54. Salary schedule not related
to merit.

N SMD Other reasons (specify) ..

N 5 M D 55. Actual or pending marriage
or need to take care of
home.

N 5 M D 56. Desire for change (adven-
ture).

N 5 M D 57. Desire to work in other
occupation.

N SMD 511. Family moved or plans to
move.

D. Permed and Family Faders

N SMD 59. If married, did your
spouse's move prompt your
leaving thc position you
held in 1966-67?

N 5 M D 60. Left position to return to
College.

N 5 M D 61. Maternity (females only)

N 5 M D 62. Teaching was not personal-
ly satisfying.

N SMD Other reasons (eMmifY)

N 5 M D 63. Lack of parental cooperation

N 5 IA D 64. Pupils lacked a desire to
learn.

E. Pupil Faders

N SMD 65. Too little relief from pupil
contact during the day.

N SIAD66. Too many dull and slow
pupik to teach

N SMD Other reasons (sPicify) -

N 5 M D 67. Classes too large.

N 5 IA D 68. Future outlook for improve-
ment in working conditions
too discouraging.

N 5 M D 69. Lack or opportunity for act-
vancement.

N 5 M D 70. Lack of teaching aids, ma-
terial% and equipment.

F. Working Conditions

N 5 M D 71. Lack of time for planning,
preparing, and evaluating
pupil educational activities.

N 5 M D 72. Other teachers perceived
to be too provincial.

N SMD 73. I was required to teech
subjects in which a had in-
adequate preparation.

N 5 M D 74. Teaching too confining, no
time to relax during the
day.

N S IA D 75. Too many routine and ma-
notonous duties.

N S IA D 76. Unsatisfmtory building or
campus.

N S M 0 Other reasons (sPmrifY)
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APPENDIX B

CRITIQUE OF THE QUESTIONNAIRE
September 1968

by
Donald C. Orlich

The purpose of this section is to discuss selected
strengths and apparent weaknesses of the survey instrument.
Other investigators may find this analysis of value in
adapting our information system to determine causes for

teacher mobility.

1. The basic format of a forced-response question-

naire which is oriented toward coding on electronic data
processing cards proved to be highly satisfactory. Each
question or item number is equivalent to a card column. The
responses are numerically coded from one to nine to corres-
pond to data card rows one through nine, respectively. This
accounts for the maximum of nine responses per item. Future
investigators may desire to adapt the format by increasing
the lumber of responses and thereby reducing the number of
items so that all information can be punched on one data
card per respondent.

2. Questions three and four would be adequate with
four responses each as follows:

3. I have the following number of dependents,
i.e., spouse and children:

(1) None
(2) 1-2
(3) 3-4
(4) 5 or more

4. I have the following number of dependents
under 18 years of age:

(1) None
(2) 1-2
(3) 3-4
(4) 5 or more

3. Question five should be a two column item, e.g.,

to include columns five and six, thus giving a more detailed
division of ages. Categories to be added should include:
"under 20," "20-24," "60-64," and "65 or over." Note: We
have tried to use categories that have been established by
the Federal agencies, e.g., the U.S. Bureau of the Census.
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4. Item six could read as follows:

6. The highest degree that I hold is:
(1) No degree
(2) Bachelor's
(3) Master's
(4) Education Specialist (Ed.S.)
(5) Doctorate
(6) Other (specify)

5. Item seven should include some specific refer-
ence data to avoid confusion, e.g., "As of (date), I have
taught a total of (years).

6. Item nine, "The institution granting my highest
degree (or if nondegreed, institution providing education
courses which lead to Idaho teaching certificate) was
must be hand tabulated since it does not seem practiarE3-
code the nation's 2000 plus colleges and universities. If
such a code were needed for future studies, the Education
Testing Service (ETS) of Princeton and Berkeley might be con-
tacted to utilize their code numbers. However, this would
require using four columns and perhaps six, rather than the
one column used in this study.

7. Questions twenty and twenty-one could be changed
to ask for the number of teachers employed in the school
district rather than enrollment. This question pair could
read as follows:

My Former
Position
(Date)

20.

(1)
(2)
(3)
(4)
(5)
(6)
(7)
(8)
(9)

My Present
Position
(Date)

21. Total Faculty in School Dis-
trict in which I live:

(1) 25 or less
(2) 26-50
(3) 51-75
(4) 76-100
(5) 101-200
(6) 201-400
(7) 401-600
(8) 601-800
(9) 801 or greater

8. The following items appeared to provide little
essential information or were redundant and could easily be
omitted in future instruments:
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My Former
Position
1966-67

22.

SECTION II

My Present
Position
1967-68

23. Total enrollment in the school
in which I teach:

26. 27. Itr primary duty:

28. 29. At least half my time is spent
taching in:

35. Please check the one item that best describes
your teaching experiences in Idaho as of the
1966-67 school year. . .

SECTION III

44. General lack of parental interest in school
affairs.

51. No financial future in teaching.

62. Teaching was not personally satisfying.

72. Other teachers perceived to be too provincial.

75. Too many routine and monotonous duties.

9. The salary divisions on questions thirty and
thirty-one would not be adequate for future studies. It is

recommended that at least six additional categories be
included--all at the upper end of the salary scale. The
following should be considered: $8500-8999; $9000-9499;
$9500-9999; $10,063-10,499; $10,500-10,999; and $11,000 or

over.

Further the exact divisions should parallel those
used by the US Office of Education reports and the Research
Division of the NEA. These lhanges give investigators
greater capability for national, regional or statewide com-
parisons.

10. Question thirty-two, "State or country in which

you are now teaching or residing is: " and thirty-three,
"If you moved into Idaho, from which state did you migrate:

" should be allotted two columns so that all fifty of
ITZ-TrEned States plus, e.g., Washington, D.C., might be given

a two digit numerical code, e.g., "01" for Alabama to "51"

for Wyoming. Number 52 could be allocated to all foreign

countries or terr:tories. This procedure would allow the
electronic computer to tabulate the responses, rather than
the hand 4-abulations which were necessary for all states not
listed in the given nine responses.

Further, question thirty-three did not determine pre-
cisely if the respondents were natives of Idaho (or whatever
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state is desired). It is recommended that the first
response to question thirty-three be:

(-) I am a native of the state, the questiontt

does not 166ry."

The "-" is a negative or "skip x" sign and would
expedite key punch operations.

11. Question fifty-four, "Salary schedule not
related to merit," appears to have had ambiguous connota-
tions. To clarify, the statement could be changed to:
"Salary schedule does not include a merit pay provision,"
or "Salary schedule does not allow for individual merit
pay."

12. The reader will note that questions 37-76 are
negatively oriented. A list of negatively written state-
ments could be infinitely long; however, we attempted to
isolate those potentially negative aspects of positions
that apparently cause teachers to move. In future studies
these items oauld be re-oriented to reflect a positive list
of traits. Our rational for the negative orientation was
that persons tend to leave specific jobs because they per-
ceive that the negative aspects negate the job's positive
traits. Persons tend to leave former positions for better
jobs, Whatever "better" happens to mean to a specific
individual. Or, as in the cases of most married women, the
job satisfaction may be high, but family factors precede all
other factors--as is apparently well established.

In summary, any investigator may adapt the basic
format of this information system best to meet his research
purposes. IF ANY OF THE ABOVE CHANGES ARE MADE IN THE SUR-
VEY INSTRUMENT, APPROPRIATE CHANGES MUST BE MADE 1N THE COM-
PUTER PROGRAMS! Investigators who Maidrastic changes will
find that the data may be no longer comparable on a national
basis.
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APPENDIX C

A STUDY OF TEACHER MOBILITY USING THE IBM 1130
MODEL II-B COMPUTER WITH DISK DRIVE AND 1132 PRINTER

I. Introduction

A. Problem Description

This program is a study of teacher mobility using
the IBM 1130 Model II-B Computer with disk diive
and 1132 Printer. The objectives of this program
are to analyze the coded questionnaire data which
indicate important reasons influencing instructors
to leave their teaching positions for new jobs.

B. Method of Solution

This process begins with the survey forms (see
Appendix A, Questionnaire) which were developed for

the study. These forms must be received, keypunched
and put through the program developed to produce
the resultant frequency tables. The survey forms
are analyzed in three parts. Part I: Questions 1
to 9 and questions 16 and 17 are grouped as Part I.
Frequencies are produced on this portion for males
out of state, males in state, females out of state,
anC females in state. Parts II and III are analyzed
for these same sub-groups with three more tables
being produced. The first is developed as a by-pro-
duct of Part III. This table is the comgutation of
a critical index for the four groups: females, males,
respondents moving instate, and those moving out of

state. The second table is a frequency count on the
academic major and academic minor degrees held by
the teachers. The third table consists of both a
list of the identification numbers taken from the
cards of respondents with residences in states other
than the nine listed in the questionnaire and a fre-
quency count on the nine states that are listed.

C. For the system's flow chart, see Figure A-1.

II. Instructions

A. User

First, the academic majors and minors must be hand
coded with three digit identification numters,
which are not to exceed 50. Next, the srwey form
must be submitted to the Computer Center to be
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keypunched. Unless changes are made in the program,
the forms must be identical to the 1967-68 Teacher
Mobility Forms. Of course, the dates and headings
could be changed, but the questions must remain in
the same order or the results will be wrong. Before
making any changes, please consult the section of
this writeup on Operation and Program Documentation.

Keypunching of the forms is explained in the Data
Presentation section. It will suffice here to say
that in scheduling, time must be allotted for read-
ing the data.

The tables produced by the program are included in
Appendix D.

The program function has been explained as an ana-
lysis of the Teacher Mobility Survey. This func-
tion produces eleven tables of frequency counts and
one table of critical indexes, totaling in all, 12
tables. Each table is assigned a sense switch to
determine whether to print the table or not. See
page 174 for the list of switches.

This program consists of the mainline program with
three sub-routines (OUT1, OUT2, OUT3, OUT4). To-
gether, this mainline with the subroutines produces
the 16 tables in their entirety.

B. Data Preparation

A copy of the survey form appears on the following
pages. This form is so designed that the question
nuMbers correspond to the card columns. Each
response, except academic major and academic minor
(items 10-11-12 and 13-14-15) take one column while
the major and minor each take three columns.
(Example: 730 is the code number for a major in
music.) The complete survey form takes 76 columns
of one card, the four remaining columns are some-
times used for identification numbers.

After keypunching, the data needs no further sorting.

C. Operating Instructions

The beginning of one card to the beginning of
another takes approximately 4 seconds on the aver-
age. This figure was obtained by running 800 cards
of data through the program. This includes the time
required for loading, run and output. A minimum of
55 minutes must be allotted to: load the program
with its sub-routines, load 800 cards of data, and
list the output.
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This program was made to print on 8-1/2 by 11 inch
paper with doUble side tear. The width and/or length
could be more, but never less; unless the output
formats are changed.

There are no required card forms, files or tapes.

The three subroutines (OUT1, OUT2, OUT3, OUT4) must
be loaded first. After the sub-routines are stored
on the disk, load the Main program. The Main if
followed by all the data cards which in turn must
be followed by a card with a nine punched into
column I. The control cards required are: cold
start card, //JOB, //XEQ MAIN, *LOCAL MAIN, OUT1,
OUT2, OUT3, OUT4.

The three sub-routines (OUT1, OUT2, OUT3, OUT4) must
be loaded first.

Figure A-2. Deck Organization

Nines Card

Data

in
/ AL
DUT1,OUT2,0 UT4

RER7MAIN

1 11 JOB

ASM

11 JOB



THE SENSE SWITCHES
(ON TO SUPAESS PRINTING)

Switch NuMber Table

0 Four tables giving total percents and
responses for males, females, instate
and outstate for Part 3.

1 Questionnaire nuMber of people with
residences in states other than the
nine listed in the questionnaire.

2 Frequency count on the nine states that
are listed in the questionnaire.

3 Critical index.

4 1-A (males instate, males outstate,
females instate, females outstate).

5 2-A (males instate, males outstate,
females instate, females outstate).

6 3-Abales instate, males outstate,
females instate, females outstate).

7 1-B (males total).

8 1-B (females total).

9 2-B (males total).

10 2-B (females total).

11 3-B (males total, females total).

12 1-C (both males and females).

13 2-C (both males and females).

14 3-C (both males and females).

15 Academic majors and minors.

*Load sub-routine NSWCH before execution; see documentation
of NSWCH.
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// JOB
// FOR SUBROUTINE OUT1 OF TEACHER MOBILITY STUDY
*ONE WORD INTEGERS
*TRANSFER TRACE
*ARITHMETIC TRACE
** TEACHER MOBILITY STUDY
** JUNE 1968
** LARRY CURTI5PROGRAMMER

SUBROUTINE OUT1
C LARRY CURTISPROGRAMmERIDAHO STATE UNIVERSITYAUGEST 1968

DIMENSION ID(10)
COMMON IPDT11,10,4),ILE(40,5,4),IPLT19,10,4)

822 FORMAT(5)(04T6X,I1,2HISMOX')
888 FORMAT(5X,I3,I6,4I9) 4

999 FORMAT(8)(113,10I8)
823 FORMAT(10X0X THOSE WHO DID NOT RESPOND')
820 FORMAT(11)(09(I192H65,3X)2X0X1)
28 FORMAT(1H1,20KOTABLE A2. MALE RESPONSES TO PART III)

5001 FORMATI1H1,20KOTABLE A34 FEMALE RESPONSES TO PART II')
816 FORMAT(/028KOMALES IN THE STATE'9)
817 FORMAT(/028X0FEMALES OUT OF STATE6t)
818 FORMAT(/028X0FEMALE5 IN THE STATE10)
23 FORMAT(1H1, 5XOTABLE alk44 OUT OF STATE MALE RESPONSES TO PART III

9 s )

812 FORMAT(1H1, 5XOTABLE A7. INSTATE FEMALE RESPONSES TO PART III')

810 FORMAT(1H1, 5XOTABLE A54 INSTATE MALE RESPONSES TO PART 1111)
811 FORY.AT(1H1, 5XOTABLE A..6. OUT OF STATE FEMALE RESPONSES TO PART I

811 1

21 FORMAT(1H1,15XOTABLE A14 MALE AND FEMALE RESPONSES TO PART I')

22 FORMAT(/928KOMALES OUT OF STATE69)

C PRINT HEADINGS
WRITE(3,21)
WRITE(3,816)
WRITE(3,820)TI,I=1,9)
K=2
DO 113 JK=1,4
IK=1
DO 115 I =1,11

C PUT DATA FROM ARRAY IPD INTO ARRAY ID
DO 114 J =1,10
ID(J)=IPD(I,J,K)

114 CONTINUE
C CHECK IF SWITCH 4 IS ON, IF IT IS DON'T PRINT THE ARRAY

IFINSWCH(4))115,450,450
C PRINT THE ARRAY
450 WRITE(3,999)IK,(ID(L),L=1,10)

IF(IK.&9)1080,1081,1080
1081 IK=IK+6
1080 IK=IK+1
115 CONTINUE

IF(JK2)102,3
1 K=4

GO TO 4
2 K=1

GO TO 4
3 K=3

IF(JK4)4,700094
7000 K=2

4 CONTINUE 176

)



C PRINT PROPER HEADINGS
GO TO(814,113,815,813),K

813 WRITE(3.818)
WRITE(3.820)(I,I21,9)
GO TO 113

814 WRITE(3.22)
WRITE(3,820)(I,I=1,9)
GO TO 113

815 WRITE(3.817)
WRITE(3,820)(I,I=1,9)

113 CONTINUE
WRITE(3,823)

C PR/NT HEADINGS
WRITE(3.28)
WRITE(3.22)
WRITE(3.820)(I.I=1.9)
DO 654 K=1,4
IK=18
DO 119 1=1,19

C PUT DATA FROM ARRAY IPL INTO ARRAY ID
DO 118 J=1.10
ID(J)=IPL(I.J.K)

lie CONTINUE
C CHECK IF SWITCH 5 IS ON, IF IT IS DON'T PRINT THE ARRAY

IF(NSWCH(5) )119,431,431
C PRINT THE ARRAY

431 WRITE(3,999)IK,(ID(L),L=1,10)
IK=IK+1

119 CONTINUE
C CHECK AND PRINT THE PROPER HEADINGS

GO TO(801.802.803.654).K
801 WRITE(3,816)

WRITE(3.820)(I,I=1,9)
GO TO 654

802 WRITE(3,823)
WRITE(3.5001)
WRITE(3.817)
WRITE(3.820)(1.1=10)
GO TO 654

803 WRITE(3.818)
WRITE(3.820)(1.1=10)

654 CONTINUE
WRITE(3.823)
WRITE(3.23)
WRITE(3.822)(I,I=1.4)
DO 776 K=1.4
IK=37
DO 117 1=1,40

C PUT DATA FROM ARRAY ILE INTO ARRAY ID
DO 116 J=1,5
ID(J)=ILE(I.J.K)

116 CONTINUE
C CHECK IF SWITCH 6 IS ON, IF IT IS DON'T PRINT THE ARRAY

IF(NSWCH(6))117,432,432
C PRINT THE ARRAY
432 WRITE(3,886)IK,(ID(L).L=1,5)

IK=IK+1
117 CONTINUE

WRITE(3.823)
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C CHECK AND PRINT THE PROPER HEADINGS
GO TO(807,808,809,776),K

807 WRITE(3,810)
WRITE(3,822)(I,I=1,4)
GO TO 776

808 WRITE(3,811)
WRITE(3,822)(ItIg1,4)
GO TO 776

809 WRITE(3,812)
WRITE(3,822!(ItIs1,4)

776 CONTINUE
RETURN
END

// DUP
*STORE WS UA OUT1



// JOB
// POR SUBROUTME 0UT2 OF TEACHER YOBILITY STUDY

*ARITHMETIC TRACE
*TRANSFER TRACE
*ONE WORD INTEGERS
** TEACHER MOBILITY STUDY
** JUNE 1968
** LARRY CURTIS-.0ROGRAYMER

SUBROUTINE OUT2
C LARRY CURTISPROGRAYYERIDAHO STATE UNIVERSITYAUGEST 1968

DIMENSION IC(10),ID(10)
COwmON IPD(11.10.4),ILE(40.5.4),I0L(19.10.4)

822 FORMAT(5X.4(6X.I1c2H'S)6X0X')
77 FORMAT(5X.I3.16.4I9t)
823 FORYAT(10X0X.- THOSE WHO DID NOT RESPOND')

890 FORMAT(10Xt4(I1,2H'S,2X),2)(0X',13)(.4(I1.2H'S.2X).2X0)(1.)
203 FORMAT(1H1,10XOTABLE AE. MALE AND FEMALE TOTALS TO PART I')

201 FORMAT(1H1.10XOTAELE A-9. ;1.ALE AND FEMALE TOTALS TO PART II')

202 FORMAT(/.12X,IYALES TOTA0.25X.IFEMALES TOTAL')

391 FORP,IAT(5X.13.1015)
1180 FORMAT(/.16X0FEMALES TOTAL't)

205 FORN'AT(/.18X0MALES TOTAL1.)

899 FORmAT(10X,9(I1,2H'S,2X,),2X0X',
867 FORMAT(5X,13,515,5X0*',5X,515)
207 FORMAT(1H1,22XOTABLE A-12. ALL RESPONSES TO PART II')

206 FORMAT(1H1, 7XOTABLE A-13. ALL RESPONSES TO PART III')

78 FORMAT(5X,I3,10I6)
820 FORMAT(11X,9(I1t2H°5.3X)2X0X1)
208 FORYAT(1H1,22XOTABLE A-11. ALL RESPONSES TO PART I')

1220 FORMAT(/.18X0FEMALES TOTAL')

204 FORMAT(1H1,13XOTABLE A-1C. YALE AND FEMALE TOTALS TO PART III')

C PRINT HEADINGS
WRITE(4203)
WRITE(3.205)
WRITE(3.899)(I,I=10)
IKul
DO 147 1=1,11

C PuT THE IN AND OUT OF STATE YALES TOGETHER INTO ARRAY ID

D( 333 Jult1C
ID(J)2IPD(I.J.1)+IPD(I.J.2)

333 CONTINUE
C CHECK IF SWITCH 7 IS ONt IF IT IS DON'T PRINT THE ARRAY

/F(NSICH(7))147.433.433
C PRINT THE ARRAY

433 WRITE(3,391)IKt(ID(L).011,10)
IF(IK9)1190.1191.1190

1191 IKINIK+6
1190 IKuIK+1
147 CONTINUE

WRITE(3.1180)
WRITE(3.899)(1.1810)
IKu1

C PUT THE IN AND OUT OF STATE FEMALE'S TOGETHER INTO ARRAY ID

DO 1184 Im1.11
DO 1185 Jule10
ID(J)*IPD(I.J.3)+IPD(I.J.4)

1185 CONTINUE
C CHECK IF SWITCH 8 IS ON, IF IT IS DON'T PRINT THE ARRAY

IF(NSWCH(8))1184,1167,1187
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C PRINT THE ARRAY
1187 WRITE(3.391)IKt(ID(L).L=1.10)

IF(IK.-9)1200.1201.1200
1201 IKsIK+6
1200 IKsIK+1
1184 CONTINUE

WRITE(3.823)
WRITE(3.201)
WRITE(3.205)
WRITE(3.899)(I.I=1.9)
IK=18
DO 369 1=1.19

C PUT THE IN AND OUT OF STATE MALES TOGETHER INTO ARRAY ID
DO 444 J:1.10
ID(J)=IPL(I.J.1)+IPL(I.J.2)

444 CONTINUE
C CHECK IF SWITCH 9 IS ON, IF IT IS DON'T PRINT THE ARRAY

IF(NSWCH(9))369.434.434
C PRINT THE ARRAY

434 WRITE(3.391)IKt(ID(J).J=1.10)
IK=IK+1

369 CONTINUE
WRITE(3.1220)
WRITE(3.899)(I.I=1.9)
IK=18
DO 1221 Is1.19

C PUT THE IN AND OUT OF STATE FEMALES TOGETHER INTO ARRAY ID
DO 1222 J=1.10
ID(J)=IPL(I.J.3)+IPL(I.J.4)

1222 CONTINUE
C CHECK IF SWITCH 10 IS ON. IF IT IS DON'T PRINT THE ARRAY

IF(NSWCH(10))1221.1224.1224
C PR/NT THE ARRAY
1224 WRITE(3.391)IKt(ID(J).J151.10)

IKRIK+1
1221 CONTINUE

WRITE(3.823)
WRITE(3.204)
WRITE(3.202)
WRITE(3.890)(1.1=1.4)0(1.1=1.4)
IK=37
DO 258 1=1.40

C PUT THE IN AND OUT OF STATE MALES TOGETHER INTO ARRAY ID

C PUT THE IN AND OUT OF STATE FEMALES TOGETHER INTO ARRAY IC

DO 222 J=1.5
ID(J)=ILE(I.J.1)+ILE(I.J.2)
IC(J)aILE(I.J.3)+ILE(I.J.4)

222 CONTINUE
C CHECK IF SWITCH 11 IS ON. IF IT IS DON'T PRINT THE ARRAY

IF(NSWCH(11))258.435.435
C PRINT THE ARRAY
435 WRITE(3.967)IKt(ID(L).L=1.5).(IC(L).L=1.5)

IKaIK+1
258 CONTINUE

C CHECK AND PRINT THE PROPER HEADINGS
WRITE(3.923)
WRITE(3.209)
WRITE(3.820)(1.I=1.9)
IK=1
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DO 241 1=1.11
C PUT THE MALES AND FEVALES TOGFTHER INTO ARRAY ID

DO 357 J=1.10
ID(J)=IPD(I.J.1)+IPD(1.J.2)+IPD(I.J.3)+IPD(1.J.4)

357 CONTINUE
C CHECK IF ShITCH 12 IS ON. IF IT IS DON'T PRINT THE ARRAY

IF(NSWCH(12) )241.436.436
C PRINT THE ARRAY

436 WRITE(3.78)IKII( ID(L).1=1.10)
IP(IK9)1324.1225.1324

1225 IK=IK+6
1324 IK=IK+1
241 CONTINUE

C CHECK ANO PRINT THE PROPER HEADINGS
WRITE(3.823)
WRITE(3.207)
WRITE(3.820)(10=10)
IK=18
DO 240 1=1.19

C PUT THE MALES AND FEMALES TOGETHER INTO ARRAY ID
DO 457 J=1.10
ID(J)=IPL(I.J.1)+IPL(I.J.2)+IPL(I.J.3)+IPLII.J.4)

457 CONTINUE
C CHECK IF SWITCH 13 IS ON. IF IT IS DON'T PRINT THE ARRAY

IF(NSWCH(13) )240.437.437
C PRINT THE ARRAY
437 WRITE(3.78)I10(ID(L).L=1.10)

IK=IK+1
240 CONTINUE

C CHECK AND PRINT THE PROPER HEADINGS
WRITE(3.823)
WRITE(3.206)
WRITE(3.822)(1.1=1.4)
IK=37
DO 242 1=1.40

C PUT THE "'ALES AND FEMALES TOGETHER INTO ARRAY ID
DO 1 J=1.5
ID(J)=ILE(I.J.1)+ILE(I.J.2)+ILE(I.J.3)+ILE(I.J.4)

1 CONTINUE
C CHECK IF SWITCH 14 IS ON. IF IT IS DON'T PRINT THE ARRAY

IF(NSWCH(14) )242.438.438
C PRINT THE ARRAY

438 WRITE(3.77)IKe(ID(L).L=1:5)
IK=IK+1

242 CONTINUE
WRITE(3.823)
RETURN
END

// DUP
*STORE WS UA OUT2
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// JOB
// FOR SUBROUTINE OUT3 OF TEACHER MOBILITY
*ARITHMETIC TRACE
*TRANSFER TRACE
*ONE WORD INTEGERS
** TEACHER NOBILITY STUDY
** JUNE 1968
** LARRY CURTIS...PROGRAMMER

SUBROUTINE OUT3
C LARRY CURTIS...PROGRAMMER...IDAHO STATE UNIVERSITY..AUGEST 1968

COmMON IPD(11,10,4),ILE(40,5,4),IPL(19,10,4)
C ZERO OUT THE VARIBLES USED

K=0
SUM1=0
SUN2=0
SUm3=0
SUM4=0
SUM11=0
SUM22=0
SUM44=0
SUM33=0

C PRINT HEADINGS
WRITE(3+1101)

1101 FORmAT(111,15X,1TABLE A...16.1,4X,ICRITI(AL INDEX FOR TEACHER TURNOV
1ER1)
WRITE(3.1103)

1103 FORMAT(26X,IMALES1,5X,IFEMALES1,5X0OUT STATE1.7X0INSTATE1)
C CHECK IF SWITCH 3 15 ON, IF IT IS DON'T PRINT THE ARRAY

IF(N5WCH(3))1061.1060.1061
1060 DO 1041 1=1,40

DO 1062 J=1,4
C COMPUT THE UNWEIGHTED SUMS FOR PART III

SUM1=SUM1+ILE(I.J,1)
SUM2=SUM2+ILE(I.J,2)
SUM3=SUM3+ILE(I,J,3)
SUM4=SUM4+ILE(I,J,4)

1062 CONTINUE
DO 1040 J=2,4

C COMPUT THE WEIGHTED SUMS FOR PART III
SUM11=SUm11+ILE(I,J,1)*(J...1)
SUN22=SUM22+ILE(I,J,2)*(J...1)
SUM33=SUM33+ILE(I,J,3)*(J...1)
SUm44=SUM44+ILE(I,J,4)*(J-1)

1040 CONTINUE
C DFCIDE WETHER TH:.: GROUP ANSWER SHOULD OE PRINTED AT THIS TIME

IF(/...5)1041,1048,1047
1047 IF(I13)10419104891049
1049 IF(/...18)10419104891051
1051 IF(I...26)104191048,1053
1053 IF(I...3C)104191048,1055
1055 IF(I...40)104191048,1041
1048 K=K+1

C COveINE DIFFERENT LEVELS TO GIVE mALES,FENALES,INSTATE,OUTSTATE
ANSW1xSUM11/SUm1
ANSW2=SUw22/FU"2
ANSW3=SUM33/SUY3
ANSW4=SUti.44/SUY4

C CCW3UT THE CRITICAL INDEX FOR THE ABOVE GROUPINGS
CR1=(ANSV1+ANSW2) /2
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CR2=(ANSW34-ANSW4)/2
CR3=(A\SW1+ANSW3)/2
CR4=(ANS%2+ANSW4)/2

C PRINT -IEADINGS A\D THE RESULTS
GO 70(1,203,4,5,6)0K

1 WRITE(3t1104)
1104 FORMAT(/5X0ADmINI5TRATIVE AND')

WRITE(3.1112)CR1,CR2tCR3,CR4
1112 FORMAT(5X,ISLPERVISORY FACTORS'OX,F4.2,8X,F4.2,10X,F4.2,10X,F4.2)

GO TO 1058
2 WRITE(3,1105)CR1,CR2,CR3,C24

1105 FORMAT(/5X,ICWIMUNITY FACTOR5'OX,F4.2,6X0F4.2,10X0F4.2010X,F4.2)
GO TO 1058

3 WRITE(3,1110)CR1,CR2,CR3,CR4
1110 FORMAT(/5X0ECONOMIC FACTCRSIt6X0F4.2t8X,F44,2,10X,F4.2,1CX,F4.2)

GO TO 1058
4 WRITE(311106)

1106 FORMAT(/5Xt'PERSONAL AND't)
WRITE(301114)CR1,CR2tCR3tCR4

1114 FORMAT(5X,IFAMILY FACTORSIt8X,F4s2t8X,F4.2,10A,F4.2,10X,F4.2)
GO TO 1058

5 WRITE(3.1108)CR1,CR2tCR30CR4
1108 FORMAT(/#5XOPUPIL FACTORS1,8X,F542teXtF4.2,10X,F4.2,10X,F4.2)

GO TO 1058
6 WRITE(3.1109)CR1tCR2tCR3tCR4

1109 FORMAT(/5X0WORKING CONDITIONS6,4X,F4.2,8X,F4.2,10X,F4.2,10X,F4.2)
C ZERO OUT THE VARIBLES USED AGAIN

1058 SUM1=0
SUM2=0
SUM3=0
SUM4=0
SUM11=0
SUM22=0
SUM33=0
SUM44=0

1041 CONTINUE
1061 RETURN

END
// DUP
*STORE WS UA OUT3
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// JOB
// FOR SUBROUTINE OUT4 OF TEACHER MOBILITY
*ONE WORD INTEGERS
** TEACHER MOBILITY STUDY
** JUNE 1968
** LARRY CURTIS+PROGRAMMER

SUBROUTINE OUT4
C LARRY CURTIS+PROGRAMMERIDAHO STATE UNIVERSITYAUGEST 1968

DIMENSION IMA(40t4t4)
COMMON IPD(11t10t4)tILE(400504)0IPL(19t10,4)

C CHECK IF SWITCH 0 IS ON, IF IT IS DON'T PRINT THE TABLES

IF(NSWCH(0))1000,1001,1001
C PRINT PROPER HEADINGS
1001 WRITE(30203)
203 FORMAT(1H1t15XOTABLE A+18. CRITICAL INDEX FOR ALL MALES')

WRATE(3t601)
601 FORMAT(16XONUMBERS1,16X,IPERCENTS6)

WRITE(3,201)
201 FORMAT(10XON',4X0S1t4X,IMIt4X0D105XON't5X051,5XtIM't5X0DIt5X

9,1TOTALIt4X,IWEIGHTI)
WRITE(3,401)

401 FORMAT(/16X01 ADMINSTRATIVE AND SUPERVISORY FACTORS')
C COMBINE THE MALES TOGETEHERt THE FEMALES TOGETHER, THE INSTATE

C TOGETHERtAND THE OUT OF STATE TOGETHER.
1010

LPul
K15=2

DO 1 J=1,4
DO 2 1=1,40
DO 3 L=1t4

3 IMA(ItL,J)=ILE(ItLtLP)+ILE(ItL,KP)
2 CONTINUE

K=K+1
GO TO(5,6,701)0K

5 LP=3
KP=4
GO TO 1

6 LP=1
KP=3
GO TO 1

7 LP=2
KP=4

1 CONTINUE
LP=1
KP=2
DO 30 J=1t4
INO=36
DO 12 1=1040
INO=INO+1

C COMPUTE THE TOTAL UNWEIGHTED RESPONSES

ITOL=IMA(It1tJ)+IMA(It2tJ)+ImA(It3,J)+IMA(It4tJ)
C COMPUTE THE TOTAL WEIGHTFD RESPONSES

IWET=IMA(It2tJ)*1+IMAIIt3tJ)*2+IMA(It4tJ)*3
C COMPUTE THE PERCENTAGES

PER1=1,1*IMA(I,10J)/ITOL
PER2=1.*IMA( It2tJ)/ITOL
PER3=1.*IMA(It3tJ)/ITOL
DER4=1.*IMA(It4tJ)/ITOL

C PRINT THE RESPONSES* D':RCENTS, TOTAL, AND WEIGHT FOR THE WESTION'
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WRITE(3.200)INO.ImA(I.1.J),IMA(I.2,J),IMA(I.3.J),I.A(I.40.1).PER10
1ER2.PER3.PER4,ITOL,IWET

200 FORMAT(5X.12.2X.I3,2X.13,2X.13.2X.13.3X.F4,2.2X.F4.2.2X.F4.2.2X.F4
7.2.4X.13.7X.13)

C PRINT PROPER HEADINGS
IF(1...5)1041,1042,1047

1047 IF(1...13)1041.1043.1049
1049 IFCI...18)1041.1044,1051
1051 IF(I26)1041.1045.1053
1053 IF(I-.30)1041.1046.1055
1055 IF( 1...40)1041,1041,1041
1042 WRITE(3.402)
402 FORMAT(/16X0 COMMUNITY FACTORS')

GO TO 11
1043 WRITE(3.403)
403 FORMAT(/16X0 ECONOMIC FACTORS')

GO TO 11
1044 WRITE(3,404)
404 FORMAT(/16X0 PERSONAL AND FAMILY FACTORS')

GO TO 11
1045 WRITE(3.405)
405 FORMAT(/16X0 PUPIL FACTORS')

GO TO 11
1046 WRITE(3.406)
406 FORMAT(/16X0 WORKING CONDITIONS')

1041 CONTINUE
11 CONTINUE
12 CONTINUE

C CHECK WHICH HEADING TO PRINT
C PRINT PROPER HEADINGS

IF(J...4)32.30.30
32 IF(J...2)50.51.52
50 WRITE(3.205)

205 FORMAT(1H1,15XOTABLE A...19. CRITICAL INDEX FOR ALL FEMALES')

WRITE(3.601)
WRITE(3.201)
WRITE(3.401)
GO TO 30

51 WRITE(3001)
301 FORMAT(1H1,10X,ITABLE A20. CRITICAL INDEX FOR THOSE LEAVING IDAHO

8 I )

WRITE(3.601)
WRITE(3.201)
WRITE(3.401)
GO TO 30

52 WRITE(3.204)
204 FORMAT(1H1.10XOTABLE A...21. CRITICAL INDEX FOR THOSE REMAINING IN

7IDAHOI)
WRITE(3.601)
WRITE(3.201)
WRITE(3.401)

30 CONTINUE
1000 RETURN

END
// DUP
*STORE WS UA OUT4
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// JOB
// FOR MAIN LINE PROGRAM OF TEACHER MOBILITY STUDY
*I005(DISK,1132 PRINTER)
*ONE WORD INTEGERS
** LARRY CURTIS...PROGRAMMER
** JUNE 1968
** TEACHER MOBILITY STUDY
C LARRY CURTISPROGRAMMERIDAHO STATE UNIVERSITY...AUGEST 1968

INTEGER BLURPoSEX
DIMENSION IC(80),IN(70.6) .IZT(9.2)
COMMON IPD(11.10.4),ILE(40.5,4)+IPL(19.10.4)
EOUIVALENCE(IC(13),IC13).(IC(32),IC32)ocICC10)tIC10)
DEFINE FILE 1(100003.U.KA39)

C ZERO OUT THE ARRAYS
DO 90 Ka1,4
CALL TSTOP
DO 91 J=1.10
DO 80 1=1,11

80 IPD(I,J,K)=0
DO 91 1=1.19

91 IPL(I.J.K)=0
DO 90 N*115
DO 90 1111.40

90 ILE(I,N,K)=0
DO 53 J=1.70
DO 53 1=1,6

53 IN(JoI)=0
DO 1111 I=1.9
DO 1111 L=1,2

1111 IZT(ItL)=0
870 FORMAT(11X.IMALESFEMALES......-MAJORIteX0MALES...FEMALES---MINORI,)
55 FORMAT(5)013.318.5X.318)

1010 FORMAT(18X,I4,28X914)
212 FORMAT(2H1 .6XOTABLE A-14. RESPONDENTS'olH',1 MAJORS AND MINORS--

88Y CODE NUMBER')
1302 FORMAT(1H1,11XOTABLE A-17e THE 1967..1968 RESIDENCES OF IDAHO 1966

9.47')
1303 FORMAT(27X,ITURNOVER TEACHERS')
1304 FORMAT(15X0FREOUENCY6.16X000DE NUMBER OF THE STATE')
1301 FORMAT(1H1,5X0OUESTIONNAIRE NUMBER OF PEOPLE IN STATES OTHER THAN

1 THE NINE LISTED')
WRITE(3.1301)
BLURPs0
MAJMN=0
MINMJ=0
LOC=1

98 J=0
C READ ONE CARD AT A TIME

READWLOCHIC(I),Is1,9),IC10,1C13,(IC(I),I=16,76),IC(80)
LOC=LOC+1

37 K=0
C CHECK FOR A NINE CARD

IFCIC(1)...9)48.110,48
C IF NO RESPONSE IN ANY COLUMN OF THE CARD REGISTER A 10

48 DC 99 1=106
IF(IC(I))99.20,99

20 IC(I)=10
99 CONTINUE

C DECIDE WHICH LEVEL OF THE THREE DIMEMSIONAL ARRAYS EACH CARD IS TO BE SENT
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C SEND THEM TO LEVEL CNE IF IT IS AN OUT OF STATE MALE
C SEND THEM TO LEVEL TWO IF IT 15 AN IN STATE MALES
C SEND THEM TO LEVEL THREE IF IT IS AN OUT OF STATE FEMALES
C SEND THEM TO LEVEL FOUR IF IT IS AN IN STATE FEMALES

IF(IC(1)+1)4t4t2
2 KuK+2
4 IFC/C32+1)606.5
5 KuK+1
GO TO 10

C COMPUTE THE FREQUENCY OF PART I
6 KuK+2
10 DO 100 1.1.9

MmIC(I)
100 IPD(It4tK)=IPD(ItMtK)+1

DO 101 1u16017
MuIC(I)
NuI+6

101 IPD(NtMtK)uIPD(NtMtK)+1
C COMPUTE THE FREQUENCY OF PART II

DO 103 1218036
MuIC(I)
NuI+17

103 IPL(NtMtK)uIPL(NtMtK)+1
C COMPUTE THE FREQUENCY OF PART II/

DO 498 1=37076
MuIC(I)

C CHANGE ANY 101S TO 51S
IF(M+10)69068.69

68 Mg5
69 NuI+36

ILE(NtMtK)uILE(NtMtK)+1
498 CONTINUE

C PRINT THE QUESTIONARRIE NUMBER OF ANY CARD WHICH COMES FROM A PERSON IN

C A STATE OTHEII THEN THE NINE LISTED IN THE QUESTIONARRIE

IF(IC(32)+10)1004.1020.1020
C CHECK IF SWITCH 1 IS ONt IF IT IS DON'T PRINT THE ARRAY

1020 IF(NSWCH(1))18720187101671
1871 WRITE(301022)IC(80)
1022 FORMAT(30XtI4)
1872 CONTINUE

C COMPUTE THE FREQUENCY OF RESDENCEIS OF THE NINE STATES THAT ARE LISTED

GO TO 1007
1004 DO 1005 Nu1t9

IF(IZT(Nt2)+IC(32))1005.100601005
1006 IZT(Nt1)=IZT(Nt1)+1

GO TO 1007
1005 CONTINUE

BLURP=BLURP+1
IZT(BLURP,2)=IC(32)
GO TO 1004

C COMPUTE THE FREQUENCY OF THE MAJORS
1007 SEX=IC(1)

IFII(10)762.762,769
769 DO 761 L=1.70

IF(IN(L.3)-IC10)761,763,761
763 IN(L.SEX)=INCL.SEX)+1

GO TO 762
761 CONTINUE

1 IW1J=MINv.J+1
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IN(MINMJ,3)=IC10
C COMPUTE THE FREOUENCY OF THE MINORS

GO TO 769
762 SEX=SEX+3

IFIIC13/98.98.765
765 DO 766 L=100

IF(IN(L,6)IC13)766,767,766
767 IN(L,SEX)*INCL,SEX)+1

C GO GET ANOTHER CARD
GO TO 98

766 CONTINUE
MAJmN=MAJMN+1
IN(MAJMN,6)=IC13
GO TO 765

110 CONTINUE
CALL TSTRT

C CHECK IF SWITCH 2 IS ON. IF IT IS DON'T PRINT THE ARRAY

IF(NSWCH(2)11008.1009,1C09
1009 WRITE(3.1302)

WRITE(3.1303)
WRITE(3.1304)

C PRINT THE FREOUENCY OF RESEDENCE'S
WRITEI3.1010?(IZTIIt1IsIZTII.2) .I=1,9)

1008 CONTINUE
CALL OUT3
CALL OUT1
CALL OUT2
CALL OUT4

C SORT THE MAJORS AND MINORS INTO DFSCENDING ORDER ACCORDING TO COUNT

IND=70
J=3

1802 KND=IND-1
1801 DO 1806 I=1AND

IFIINII.J/...IN(I4.1.J))1803,1806.1806
1803 IT1=INII.J21

IT2=IN( I+J.-1)
IT3=INCI.31
INCIoJ2)=IN( I4.19Ji2)
INII.J..1)=IN( I+1.J.4)
INII,J)=IN( I+10J)
INI14.1.J..2)=IT1
INII+1.J..41=IT2
IN(I+1,J)=IT3

1806 CONTINUE
IFIKND1)1807.1807.1808

1808 KND=KND..1
GO TO 1801

1807 IFIJ3)1809.1809.1810
1809 J=6

GO TO 1802
1810 CONTINUE

WRITE(3,212)
WRITE(3.670)
KND=MINMJ
DO 46 I=1AND

C CHECK IF SWITCH 15 IS ON. IF IT IS DON'T PRINT THE ARRAY

IF(NSWCH(15))46,439,439
439 CONTINUE

C PR/NT THE MAJORS AND MINORS
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WRITE(305)1 t I IN( I 0..1) 'Jul .6 )

46 CONTINUE
CALL EXIT
END

// DUP
*STORE WS UA MAIN
// XEO MAIN 2

*LOCALMAINtOUT3tOUT1 tOUT2tOUT4
*FILES( 1 tTCHMO )



1

PRESENTATICN OF TABULAR MATERIALS

The reader will note that the several tables which

follow in Appendices C and D present tabulations of nearly

all the data which were collected. Table A-1 presents the

total tabulation of all responses to the first section

(Part I) of the questionnaire. It will be noted that the

placement of the tabular data corresponds to the questions

asked on the questionnaire. Thus, line one has one set of

figures, 230 in column 1, followed by a row of zeros. In

the extreme left column is the questionnaire number, that

is, "1." In comparing the data compiled on this question

to the questionnaire, it will be observed that the 230

figure refers to the number of respondents who were male.

Thus, each response is coded directly to the questionnaire

item.

Other tables are arranged in a similar manner, yield-

ing tabulations for various sub-groups. The method of

interpreting Tables A-18 through A-21, Part III of the ques-

tionnaire, was discussed on pages 18 and 19. Presented in

this manner, there are an unlimited number of ways to ana-

lyze the data. The investigators attempted to isolate fac-

tors that would have greater meaning to help those who are

interested in understanding why Idaho teachers left their

1966-67 positions. Not all data are discussed in this

study. However, the reader is urged to study the responses

as reported in the various sub-groupings to gain other

meaningful information concerning Idaho Turnover Teachers

for the 1966-67 school year. The placement of the question-

naire in Appendix A, has been designed to aid the reader in

the interpretation of the data presented in the tables.



TABLE A-1. MALE AND FEMALE RESPONSES TO PART I

MALES IN THE STATE
11S 21S 3'S 41S 51S 61S 7'S SIS 91S X

1 167 o o o o o o o o o
2 10 155 o 1 o o o o o 1

3 16 53 68 21 8 0 o o o 1

4 45 62 41 14 2 o o o o 3

5 13 45 42 17 17 9 6 6 11 1

6 7 67 32 41 15 2 1 1 o 1

7 0 10 35 32 36 24 29 o o 1

8 3 29 33 31 32 19 20 o o o
9 1 15 11 27 5 49 4 16 38 1

16 60 106 1 o o o o o o o
17 9 19 11 98 1 7 3 19 o o

FEMALES IN THE STATE
11S 215 31S 41S 51S 6'5 71S 8'S 91S x

1 0 243 o o o o o o o o
2 19 203 6 1 14 o o o o o
3 80 89 60 a 2 o o o o 4
4 109 91 33 4 o o o o o 6

5 44 73 22 19 20 14 10 8 32 1

6 30 153 37 8 7 2 0 6 o o
7 5 23 78 38 34 19 46 o o o
8 11 46 80 22 31 15 37 o o 1

9 8 22 17 59 8 36 3 17 72 1

16 127 114 o o o o o o o 2

17 51 4 79 83 1 o 4 19 o 2

MALES OUT OF STATE
11S 2'S 3'S 4'S 50S 6'S 7'S 81S 91S x

1 230 o o o 0 o o 0 o o
2 28 190 8 1 3 o o o o o
3 38 83 78 23 5 o o o o 3

4 71 100 45 10 1 o o o o 3

5 12 102 48 26 14 13 6 6 3 o
6 4 111 37 49 24 1 2 2 o o
7 1 11 83 53 41 23 18 o o o
8 4 47 98 38 20 16 7 o o o
9 3 17 8 24 7 39 6 24 98 4

16 14 214 o o o o o o o 2

17 12 25 15 141 4 2 6 23 o 2

FEMALES OUT OF STATE
11S 2'S 31S 4'S 51S 6'S 7'S 81S 9'S x

1 0 195 o o o o o o o o
2 38 140 8 1 8 0 0 0 0 0

3 97 58 27 7 2 o o o o 4

4 125 :-.7 14 2 o o o o o 7

5 50 69 12 12 11 11 6 4 20 o

6 18 130 28 7 5 1 1 4 o 1

7 0 23 68 36 30 13 25 o o o

8 7 57 72 21 17 3 16 o o 2

9 1 19 10 32 11 29 4 14 74 1

16 24 170 o o o o o o o 1

17 39 10 78 62 o o o 5 o 1

X- THOSE WHO DID NOT RESPOND
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TABLE A241 MALE RESPONSES T(., PART II

P.ALES OUT OF STATE
115 215 315 415 515 615 715 815 915 X

18 16 55 40 23 27 47 19 2 o 1

19 13 31 24 22 31 34 24 38 0 13
20 o 2 16 26 47 74 23 17 12 13
21 1 2 5 24 24 50 30 18 45 31
22 3 6 37 58 69 45 2 o 0 10
23 3 7 32 37 41 45 40 o 0 26
24 32 60 122 o 1 5 1 o o 9
25 19 45 77 6 12 44 o o 0 27
26 192 10 1 11 2 3 1 o 4 6

27 139 8 3 9 o 3 0 30 19 19
28 128 32 16 23 e a s 1 o 9

29 96 27 16 13 7 9 42 o 0 20
30 0 86 42 37 24 21 6 5 3 6

31 24 19 15 24 27 35 17 24 38 T

32 o 3 12 3 T 10 51 31 46 67
33 s 9 2 10 2 20 21 10 3 158
34 146 79 o o 0 o o o o s
35 80 37 20 6 34 15 32 o o 6

36 17 9 10 90 2 1 52 19 2 28

MALES IN THE STATE
115 215 315 415 515 615 715 815 915 x

18 39 30 30 15 11 23 13 0 0 6

19 15 33 25 16 19 26 20 1 0 12

20 o 3 23 20 27 49 10 10 5 20
21 0 1 15 10 21 53 23 10 9 25
22 3 12 51 30 32 26 1 0 1 11

23 2 5 25 29 34 34 23 o 0 15

24 19 49 83 o o 7 1 0 0 8

25 16 33 69 3 6 28 o o 0 12

26 138 10 4 4 0 2 2 0 0 7

27 99 11 3 10 o 2 3 17 12 10

28 77 21 20 24 9 3 5 1 0 7

29 56 23 15 16 12 9 25 0 0 11

30 1 62 33 16 12 16 7 8 7 5

31 11 28 32 28 18 9 a 8 17 8

32 167 0 o 0 0 0 o 0 0 o
33 1 8 1 2 o 8 4 5 2 136
34 116 45 o o 0 o 0 o 0 6

35 43 57 15 1 19 6 21 o 0 5

36 21 10 10 36 2 4 26 16 4 38
X THOSE WHO DID NOT RESPOND
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193193

A-3. FEMALE RESPONSES TO PART II

FEMALES OUT OF STATE

115 21S 316 416 SIS 616 7IS 816 9IS x

18 14 30 25 20 37 42 13 o 0 14

19 11 15 15 20 22 30 18 34 0 30

20 1 0 11 19 25 60 19 10 6 44

21 2 1 5 10 9 46 21 14 29 58

22 0 2 45 53 54 18 o o 0 23

23 3 3 21 31 44 13 35 o 0 40

24 97 37 45 o 0 3 0 o 0 13

25 66 23 28 1 1 41 o 0 0 35

26 178 o 1 1 2 3 o 0 2 5

27 116 o o 2 2 4 0 36 6 29

28 121 16 15 20 o 2 5 o 0 13

29 81 5 9 14 1 3 46 0 0 33

30 1 128 33 19 3 1 o o 0 10

31 58 18 22 40 15 12 a 7 3 12

32 0 6 21 8 11 5 27 30 29 58

33 6 11 7 10 3 10 13 16 0 119

34 113 79 o o 0 o 0 o 0 3

35 74 25 15 1 26 18 23 o 0 13

36 9 3 4 27 69 1 42 15 1 24

FEMALES IN THE STATE

11S 2IS 316 4IS 5IS 6IS 71S 81S 91S x

18 25 49 34 30 31 43 18 0 0 13

19 8 42 25 15 26 39 16 o 0 72

20 1 2 16 21 38 69 27 9 10 50

21 o o 8 12 28 54 26 7 7 101

22 4 14 63 56 53 29 2 o 0 22

23 1 6 28 21 36 19 44 o 0 88

24 128 37 61 1 o 4 o o 0 12

25 56 17 26 3 8 52 o 0 0 81

26 217 3 o 3 1 3 1 o 4 11

27 93 o o 2 3 8 2 52 11 72

28 158 21 14 20 2 5 7 o 0 16

29 80 12 e 10 o 3 55 o 0 75

30 1 137 52 25 5 1 o 1 3 15

31 107 44 29 17 8 5 o 1 5 27

32 243 o o o o o o o o 0

33 5 9 4 3 o 8 11 15 3 185

34 87 146 o o 0 0 0 0 0 10

35 74 49 23 0 33 11 42 0 0 11

36 19 4 6 9 35 3 96 12 3 56

Xs. THOSE WHO DID NOT RESPOND



TABLE A411 OUT OF STATE MALE RESPONSES TO PART III
1°S 2'S 3°S 4°S x

37 151 24 21 21 13
38 132 32 25 30 11
39 125 38 23 33 11
40 151 34 17 15 13
41 138 36 24 18 14
42 170 18 16 10 16
43 116 41 40 23 10
44 126 50 29 12 13

45 78 21 39 81 11

46 164 18 20 15 13
47 117 39 30 31 13
48 120 41 22 35 12
49 176 15 9 6 24
50 156 4 15 1: 16
51 110 16 27 59 18

52 48 23 31 113 15

53 37 23 35 126 9

54 86 34 25 69 16

55 198 3 6 8 15
56 114 43 38 24 11

57 178 12 14 15 11

58 205 6 2 3 14
59 192 6 4 6 22
60 163 4 6 43 14

61 55 0 0 C 175
62 176 15 9 8 22
63 142 46 20 10 12

64 143 42 20 9 16

65 130 36 30 20 14

66 170 28 12 6 14

67 121 44 23 29 13

68 4e 39 50 81 12

69 79 35 44 59 13

70 97 42 47 30 14

71 110 36 32 39 13

72 147 33 21 15 14
73 178 14 13 11 14

74 149 28 23 17 13

75 131 49 22 14 14

76 136 36 21 22 15

X THOSE WHO DID NOT RESPOND
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TABLE A-5.
1°S

INSTATE MALE RESPONSES TO PART III

2'S 3'S 4°S X

37 96 23 10 15 22

38 88 14 14 28 23

30 90 17 13 24 23

40 111 12 14 6 24

41 97 18 15 11 26

42 -96 15 14 20 22

43 81 27 18 21 20

44 82 37 17 11 20

45 55 28 33 33 18

46 107 12 11 18 19

47 78 23 22 23 21

46 61 22 26 18 20

49 101 13 7 10 36

50 117 0 8 19 23

51 98 12 16 20 21

52 105 6 12 18 27

53 49 19 23 54 22

54 74 17 17 35 24

55 135 4 1 2 2$

56 65 21 30 26 25

57 108 5 8 21 25

58 137 2 1 3 24

59 126 1 7 3 30

60 120 2 0 19 26

61 44 0 0 0 123

62 102 13 7 10 35

63 75 38 23 8 23

64 73 35 26 11 22

65 84 27 22 12 22

66 102 23 14 6 22

67 86 32 19 7 23

68 35 33 32 46 21

69 48 25 32 39 23

70 68 33 26 18 22

71 73 36 21 16 21

72 96 29 14 6 22

73 114 10 8 12 23

74 95 19 22 10 21

75 78 38 13 13 25

76 81 21 25 16 24

Xi THOSE WHO DID NOT RESPOND



TABLE A-6. OUT OF STATE FEMALE RESPONSES TO PART III

1°S 2'S 31S 406 x

37 137 9 14 15 21

38 131 9 11 22 22

39 125 18 20 9 23

40 131 16 14 11 23

41 119 22 14 15 25

42 135 9 10 19 22

43 135 15 6 17 22

44 121 28 15 a 23

45 87 26 22 40 20

46 150 12 5 6 22

47 110 19 24 21 21

48 117 24 18 14 22

49 147 8 3 4 33

50 142 9 5 12 27

51 117 9 12 32 25

52 63 16 17 77 22

53 64 16 19 73 23

54 102 14 21 28 30

55 135 5 3 29 23

56 86 29 22 34 24

57 154 3 4 10 24

58 78 4 7 84 22

59 58 3 5 94 35

60 139 6 6 16 28

61 145 1 o 17 32

62 145 7 5 7 31

63 138 16 9 9 23

64 131 20 14 7 23

65 97 25 19 32 22

66 134 18 11 7 25

67 113 15 2? 24 20

68 79 15 24 56 21

69 105 18 16 33 23

70 91 23 30 28 23

71 93 28 13 41 20

72 132 17 15 is 23

73 145 9 10 7 24

74 113 18 18 24 22

75 106 28 17 22 22

76 114 21 13 23 24

X THOSE WHO DID NOT RESPOND
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TABLE A7. INSTATE FEMALE RESPONSES TO PART III
1°S 2IS 30S OS x

37 150 15 14 18 46
38 141 14 18 21 49
39 169 12 6 11 45

40 146 24 15 9 49
41 136 24 17 17 49
42 175 6 7 7 48

43 156 11 15 12 49

44 146 25 17 8 47
45 130 25 25 15 48

46 181 4 5 6 47
47 156 15 16 9 47

48 159 16 a 12 48

49 167 7 3 6 60

50 171 5 5 7 55

51 157 9 7 11 59

52 152 8 10 13 60

53 117 22 22 27 55

54 139 11 15 20 58

55 115 6 13 60 49

56 134 18 21 22 48

57 176 5 4 8 50

58 146 1 6 38 52

59 141 2 3 46 51

60 168 3 4 16 52

61 128 o 5 59 50

62 158 4 7 10 64

63 146 28 12 7 50

64 150 22 11 10 50

65 112 32 22 29 48

66 162 15 6 9 51

67 123 25 22 24 49

68 115 20 29 41 48

69 141 17 lis 21 50

70 121 25 32 16 49

71 113 25 29 32 44

72 154 11 13 11 54

i
73 167 13 7 5 51

74 126 28 19 22 48

75 123 32 21 16 51

, 76 132 24 16 19 52

1
X TMOSE WHO DID NOT RESPONDi

i
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TABLE A84 MALE AND FEMALE TOTALS TO PART

MALES TOTAL

I

l'S 2'S 3'S 4'S 5'S 6°S 715 8'S 91S X

1 897 0 0 0 0 0 0 0 0 0

2 38 345 8 2 3 0 0 0 0 1

3 54 136 146 44 13 0 0 0 0 4

4 116 162 86 24 3 0 0 0 0 6

5 25 147 90 43 31 22 12 12 14 1

6 11 178 69 90 39 3 3 3 0 I

7 1 21 118 85 77 47 47 0 0 1

8 7 76 131 69 52 35 27 0 0 0

9 4 32 19 51 12 88 10 40 136 5

16 74 320 1 0 0 0 0 0 0 2

17 21 44 26 239 5 9 9 42 0 2

FEMALES TOTAL
1'S 2'S 3°S 4°S 5°S 6°S 7'S 8°S 9'S X

1 0 438 0 0 0 0 0 0 0 0

2 57 343 14 2 22 0 3 0 0 0

3 177 147 87 15 4 0 0 0 0 8

4 234 138 47 6 0 0 0 0 0 13

5 94 142 34 31 31 25 16 12 52 1

6 48 283 65 15 12 3 1 10 0 1

7 5 46 146 74 64 32 71 0 0 0

8 18 103 152 43 48 18 53 0 0 3

9 9 41 27 91 19 65 7 31 146 2

16 151 284 0 0 0 0 0 0 0 $

17 90 14 157 145 1 0 4 24 0 3

X THOSE WHO DID NOT RESPOND
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18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36

18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36

TABLE A9. MALE AND FEMALE TOTALS TO PART II

MALES TOTAL
1IS 2'S 3'S 4°S 5'S 6°S

55 85 70 38 38 70

28 64 49 36 50 60

0 5 39 46 74 123

1 3 20 34 45 103

6 18 88 88 101 71

5 12 57 66 75 79

51 109 205 0 1 12

35 78 146 9 18 72

330 20 5 15 2 5

238 19 6 19 0 5

205 53 36 47 17 11

152 50 31 29 19 18

1 148 75 53 36 37

35 47 47 52 45 44

167 3 12 3 7 10

6 17 3 12 2 18

262 124 0 0 0 0

123 94 35 7 53 21

38 19 20 126 4 5

7°S 8'S 9°S X

32 2 0 7

44 39 0 25

33 27 17 33

53 28 54 56

3 0 1 21

63 0 0 41

2 0 0 17

0 0 0 39

3 0 4 13

3 47 31 29

10 2 0 16

67 0 0 31

13 13 10 11

25 32 55 15

51 31 46 67

25 15 5 294
0 0 0 11

53 0 0 11

78 35 6 66

lIS

FEMALES TOTAL
2IS 3°S 4'S 5IS 6°S 7IS 8°S 9°S X

39 79 59 50 68 85 31 0 0 27

19 57 40 35 48 69 34 34 0 102

2 2 27 40 63 129 46 19 16 94

2 1 13 22 37 100 47 21 36 159

4 16 108 109 107 47 2 0 0 45

4 9 49 52 80 37 79 0 0 128

225 74 106 1 0 7 0 0 0 25

122 40 54 4 9 93 0 0 0 116

395 3 1 4 3 6 1 0 6 19

209 0 0 4 5 12 2 88 17 101

279 37 29 40 2 7 15 0 0 29

161 20 17 24 1 6 101 0 0 108

2 265 85 44 11 2 0 1 3 25

165 62 51 57 23 17 6 8 8 39

243 6 21 8 11 5 27 30 29 58

11 20 11 13 3 18 24 31 3 304

200 225 0 0 0 0 0 0 0 13

148 74 38 1 59 29 65 0 0 24

28 7 10 36 104 4 138 27 4 80

X THOSE WHO DID NOT RESPOND
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t

TABLE A-I0. MALE AND FEMALE TOTALS TO PART III

MALES TOTAL
1°S 2'S 3'S 4'S X

FEMALES TOTAL
1'S 2'S 3'S 4'S X

37 247 47 31 36 35 * 287 24 28 33 67

38 220 46 39 58 34 * 272 23 29 43 71

39 215 55 36 57 34 * 294 30 26 20 68

40 262 46 31 21 37 * 277 40 29 20 72

41 235 54 39 29 40 * 255 46 31 32 74

42 266 33 30 30 38 * 310 15 17 26 70

43 197 68 58 44 30 * 291 26 21 29 71

44 208 87 46 23 23 * 267 53 32 16 70

45 133 49 72 114 29 * 217 51 47 55 68

46 271 30 31 33 32 * 331 16 10 12 69

47 195 62 52 54 34 * 266 34 40 30 68

411 201 63 48 53 32 * 276 40 26 26 70

49 277 28 16 16 60 * 314 15 6 10 93

50 273 4 23 58 39 * 313 14 10 19 82

51 208 28 43 79 39 * 274 18 19 43 84

52 153 29 42 131 42 * 215 24 27 90 82

53 86 42 58 180 31 * 181 38 41 100 78

54 160 51 42 104 40 * 241 25 36 48 Se

55 333 7 7 10 40 * 250 11 16 89 72

56 179 64 68 50 36 * 220 47 43 56 72

57 286 17 22 36 36 * 330 8 8 18 74

58 342 8 3 6 38 * 24 5 13 122 74

59
60

318 7
283 6

11
6

9
62

52 *

40 *
199
307

5
9

8
10

140
32

86
80

61 99 0 0 0 298 * 273 1 5 76 82

62 278 28 16 18 57 * 303 11 12 17 95

63 217 84 43 18 35 * 284 44 21 16 73

64 216 77 46 20 38 * 281 42 25 17 73

65 214 63 52 32 36 * 209 57 41 61 70

66 272 51 26 12 36 * 296 33 17 16 76

67 207 76 42 36 36 * 236 40 45 48 69

68
69
70

83 72
127 60
165 75

82
76
73

127
98
48

33 *

36 *

36 *

194
246
212

35
35
48

43
30
62

97
54
44

69
73
72

71
72
73

183 72
243 62
292 24

53
35
21

55
21
23

34 *

36 *

37 *

206
286
312

53
28
22

42
28
17

73
19
12

64
77
75

74 244 47 45 27 34 * 239 46 37 46 70

75 209 87 35 27 39 * 229 60 38 38 73

76 217 57 46 38 39 * 246 45 29 42 76

Xi- THOSE WHO DID NOT RESPOND
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1IS 2°S

TABLE A11. ALL RESPONSES TO PART I

3IS 40S 5IS VS 70S VS 90S X

1 397 436 0 0 0 0 0 0 0 0

2 95 686 22 4 25 0 0 0 0 1

3 231 263 233 59 17 0 0 0 0 12

4 350 300 133 30 3 0 0 0 0 19

5 119 289 124 74 62 47 28 24 66 2

6 59 461 154 105 51 6 4 13 0 2

7 6 67 264 159 141 79 118 0 0 1

8 25 179 283 112 100 53 80 0 0 3
7

9 13 73 46 142 31 153 17 71 282

16 225 604 1 0 0 0 0 0 0 5

17 111 58 183 384 6 9 13 66 0 5

X THOSE WHO DID NOT RESPOND
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TABLE A12. ALL RESPONSES TO PART II

1'S 2°S 3°S OS 5'S 6'S 7'5 8'S 9'S X

18 94 164 129 88 106 155 63 2 0 34

19 47 121 89 73 98 129 78 73 0 127

20 2 7 66 86 137 252 79 46 33 127

21 3 4 33 56 82 203 100 49 90 215

22 10 34 196 197 208 118 5 0 1 66

23 9 21 106 118 155 116 142 0 0 169

24 276 183 311 1 1 19 2 0 0 42

25 157 118 200 13 27 165 0 0 0 155

26 725 23 6 19 5 11 4 0 10 32

27 447 19 6 23 5 17 5 135 48 130

28 484 90 65 87 19 18 25 2 0 45

29 313 70 48 53 20 24 168 0 0 139

30 3 413 160 97 47 39 13 14 13 36

31 200 109 98 109 68 61 33 40 63 54

32 410 9 33 11 18 15 78 61 75 125

33 17 37 14 25 5 36 49 46 $ 598

34 462 349 0 0 0 0 0 0 0 24

35 271 168 73 8 112 50 118 0 0 35

36 66 26 30 162 108 9 216 62 10 146

X THOSE WHO DID NOT RESPOND



TABLE A-13. ALL RESPONSES TO PART III
1°S 2°S 3°S OS X

37 534 71 59 69 102

38 492 69 6e 101 105

39 509 85 62 77 102

40 539 86 60 41 109

41 490 100 70 61 114

42 576 48 47 56 108

43 488 94 . 79 73 101

44 475 140 78 39 103

45 350 100 119 169 97

46 602 46 41 45 101

47 461 96 92 84 102

48 477 103 74 79 102

49 591 43 22 26 153

50 586 18 33 77 121

51 482 46 62 122 123

52 368 53 69 221 124

53 267 80 99 280 109

54 401 76 78 152 128

55 583 18 23 99 112

56 399 111 111 106 108

57 616 23 30 54 110

58 566 13 16 128 112

59 517 12 19 149 138

60 590 15 16 94 120

61 372 1 5 76 380

62 581 39 28 35 152

63 501 128 64 34 108

64 497 119 71 37 111

65 423 120 93 93 106

66 568 84 43 28 112

67 443 116 87 84 105

68 277 107 125 224 102

69 373 95 106 152 109

70 377 123 135 92 108

71 389 125 95 128 98

72 529 90 63 40 113

73 604 46 38 35 112

74 483 93 82 73 104

'5 438 147 73 65 112

76 463 102 75 80 115

X THOSE WHO DID NOT RESPOND
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TABLE A14. RESPONDENTS' MAJORS AND MINORSBY CODE NUMBER
MALESFEMALESMAJOR MALESFEMALES-MINOR

1 1 0 999 1 0 997

2 1 o 981 2 0 996

3 4 0 970 1 o 987

4 4 2 955 1 o 970

5 4 7 950 0 2 955

6 1 0 940 a 11 950

7 3 2 930 10 9 930

8 1 o 895 14 17 890

9 8 7 890 6 o 854

10 1 o 854 11 1 850

11 2 1 850 1 o 835

12 48 22 830 28 8 830

13 34 14 730 0 1 810

14 28 7 700 8 19 730

15 1 o 680 24 8 700

16 o 2 660 0 1 660

17 o 33 610 1 10 610

18 29 11 590 33 31 590

19 6 3 570 7 1 570

20 37 5 560 33 38 560

21 3 0 550 1 o 550

22 1 1 452 3 1 500

23 6 5 449 13 5 452

24 1 1 442 2 15 449

25 2 6 441 2 1 442

26 1 o 403 1 5 441

27 o 1 401 1 1 402

28 28 55 400 1 5 401

29 0 1 357 45 104 400

30 7 3 355 2 o 355

31 9 31 353 13 13 353

32 25 173 352 3 a 352

33 6 1 -350 o 1 351

34 1 o 330 5 o 350

35 1 o 259 t 0 254

36 4 1 250 9 1 250

37 7 15 210 10 6 210

38 1 o 180 16 3 172

39 10 1 172 12 3 170

40 17 5 170 6 15 120

41 6 3 120 2 1 110

42 1 o 110 1 o 57

43 1 0 80 1 0 40

44 o 1 40 1 o 35

45 10 17 10 42 89 10

46 1 o 6 1 o 6

47 1 o 4 3 3 4

48 0 1 3 1 1 3

49 16 o 2 3 0 2

50 18 o 1 7 0 1
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TABLE A-15

ACADEMIC MAJOR AND MINOR THREE DIGIT NUMERICAL CODES

001 Agriculture
002 Industrial Axts
003 Library Science
004 Religion
006 Animal Husbandry
010 Accounting
140 American Studies
060 Anthropology
080 Architecture
120 Art
170 Biology
172 Biological Science
180 Botany
210 Business Education
250 Chemistry
251 Chemistry (Pre-Med)
254 Chemistry Emphasis
330 Economics
350 Educational Administration
352 Elementary Education
353 Teacher Education
355 Guidance and Cbunseling
357 Curriculum and Supervision
365 Special Education
400 English
403 English-Drama
405 English-Journalism
408 English-Speech
441 French
442 German
449 Spanish
500 General Business
550 Geology
560 Social Science
570 Government
590 History
610 Home Economics
660 Journalism
680 Marketing
700 Mathematics
710 Microbiology
730 %mix
810 Philosophy
830 Physical Education
835 Recreation
850 Physics
854 Physics Emphasis
855 Physics-Mathematics
890 Psychology
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930 Sociology
940 Bible
950 Speedh
955 Drama
970 Zoology
981-Vocational-
999 Technical



TAB LE A-16

CRITICAL INDEX FOR TEACHER TURNOVER

ADMINISTRATIVE AND

lino FEMALES OUT STATE INSTATE

SUPERVISORY FACTORS 0.66 0 . 48 0.59 0.56

COMMUNITY FACTORS 0 .77 0 . 43 0 . 64 0.57

ECONOMIC FACTORS 1.18 0.73 1.25 0.66

PERSONAL AND
FAMILY FACTORS 0.38 0.69 0.56 0.50

PUPIL FACTORS 0.60 0 . 49 0.51 0.58

WORKING CONDITIONS 0.87 0.70 0.82 0 . 74



TABLE A-17

THE 1967-1968 RESIDENCES OF IDAHO 1966-67
TURNOVER TEACIMRS

FREQUENCY CODE NUMBER OF THE STATE

410 1.

78 7

33 3
75 9

61 8

9 2

15 6

11 L.

18 5



NSMDTABLE Aii.18. CRITICAL INDEX FOR ALL MALES
NUMBERS PERCENTS

N $ M D TOTAL

ADMINSTRATIVE AND SUPERVISORY FACTORS

WEIGHT

37 247 47 31 36 0s68 0.13 0.08 0.09 361 217

38 220 46 39 58 0.60 0.12 0.10 0.15 363 298

39 215 55 36 57 0.59 0.15 0.09 0.15 363 298

40 262 46 31 21 0.72 0.12 0.08 0.05 360 171

41 235 54 39 29 0.65 0.15 0.10 0.08 357 219

COMMUNITY FACTORS
42 266 33 30 30 0.74 0.09 0.08 0.08 359 183

43 197 68 58 44 0.53 0.18 0.15 0.11 367 316

44 208 87 46 23 0.57 0.23 0.12 0.06 364 248

45 133 49 72 114 0.36 0.13 0.19 0.30 368 535

46 271 30 31 33 0.74 0.08 0.08 0.09 365 191

47 195 62 52 54 0.53 0.17 0.14 0.14 363 328

48 201 63 48 53 0.55 0.17 0.13 0.14 365 318

49 277 28 16 16 0.82 0.08 0.04 0.04 337 108

ECONOMIC FACTORS
50 273 4 23 58 0.76 0.01 0.06 0.16 358 224

51 208 28 43 79 0.58 0.07 0.12 0.22 358 351

52 153 29 42 131 0.43 0.08 0.11 0.36 355 506

53 86 42 58 180 0.23 0.11 0.15 0.49 366 698

54 160 51 42 104 0.44 0.14 0.11 0.29 357 447

PERSONAL AND FAMILY FACTORS

55 333 7 7 10 0.93 0.01 0.01 0.02 357 51

56 179 64 68 50 0.49 0.17 0.18 0.13 361 350

.57 286 17 22 36 0.79 0.04 0.06 0.09 361 169

58 342 8 3 6 0.95 0.02 0.00 0.01 359 32

59 318 7 11 9 0.92 0.02 0.03 0.02 345 56

60 283 6 6 62 0.79 0.01 0.01 0.17 357 204

61 99 0 0 0 1.00 0.00 0.00 0.00 99 0

62 278 28 16 18 0.81 0.08 0.04 0.05 340 114

PUPIL FACTORS
63 217 84 43 18 0.59 0.23 0.11 0.04 362 224

64 216 77 46 20 0.60 0.21 0.12 0.05 359 229

65 214 63 52 32 0.59 0.17 0.14 0.08 361 263

66 272 51 26 12 0.75 0.14 0.07 0.03 361 139

WORKING CONDITIONS
67 207 76 42 36 0.57 0.21 0.11 0.09 361 268

68 83 72 82 127 0.22 0.19 0.22 0.34 364 617

69 127 60 76 98 0.35 0.16 0.21 0.27 361 506

70 165 75 73 48 0.45 0.20 0.20 0.13 361 365

71 183 72 53 55 0.50 0.19 0.14 0.15 363 343

72 243 62 35 21 0.67 0.17 0.09 0.05 361 195

73 292 24 21 23 0.81 0.06 0.05 0.06 360 135

74 244 47 45 27 0.67 0.12 0.12 0.07 363 218

75 209 87 35 27 0.58 0.24 0.09 0.07 358 238

76 217 57 46 38 0.60 0.15 0.12 0.10 358 263
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TABLE Pe.19. CRITICAL INDEX FOR ALL FEMALES

NSMDNUMBERS PERCENTS
N S M D

ADMINSTRATIVE AND SUPERVISORY FACTORS

TOTAL WEIGHT

37 287 24 28 33 0.77 0.06 0.07 0.08 372 179
38 272 23 29 43 0.74 0.06 0407 0.11 367 210
39 294 30 26 20 0.79 0.08 0c07 0.05 370 142
40 277 40 29 20 0.75 0410 0407 0.05 366 158
41 255 46 31 32 0.70 0412 0408 0.08 364 204

COMMUNITY FACTORS
42 310 15 17 26 0.84 0.04 0.04 0.07 368 127
43 291 26 21 29 0.79 0.07 0.05 0.07 367 155
44 267 53 32 16 0.72 0.14 0.08 0.04 368 165
45 217 51 47 55 0458 0413 0.12 0.14 370 310
46 331 16 10 12 0.89 0.04 0.02 0.03 369 72

47 266 34 40 30 0.71 0.09 0.10 0.08 370 204
48 276 40 26 26 0.75 0.10 0.07 0.07 368 170
49 314 15 6 10 0.91 0.04 0401 0.02 345 57

ECONOMIC FACTORS
50 313 14 10 19 0.87 0403 0.02 0405 356 91

51 274 18 19 43 0.77 0.05 0405 0412 354 185
52 215 24 27 90 0.60 0.06 0407 0.25 356 348

53 181 38 41 100 0.50 0.10 0.11 0.27 360 420

54 241 25 36 48 0.68 0.07 0410 0.13 350 241

PERSONAL AND FAMILY FACTORS
55 250 11 16 89 0.68 0.03 0.04 0.24 366 310

56 220 47 43 56 0.60 0.12 0.11 0415 366 301

57 330 8 8 18 0490 0.02 0.02 0.04 364 78

58 224 5 13 122 0.61 0.01 0.03 0633 364 397

59 199 5 8 140 0456 0401 0.02 0439 352 441

60 307 9 10 32 0.85 0.02 0.02 0408 358 125

61 273 1 5 76 0476 0400 0.01 0421 355 239

62 303 11 12 17 0.88 0.03 0.03 0.04 343 86

PUPIL FACTORS
63 284 44 21 16 0.77 0.12 0.05 0.04 365 134

64 281 42 25 17 0.76 0.11 0.06 0.04 365 143

65 209 57 41 61 0.56 0.15 0.11 0.16 368 322

66 296 33 17 16 0.81 0.09 0.04 0.04 362 115

WORKING CONDITIONS
67 236 40 45 48 0.63 0410 0412 0.13 369 274

68 194 35 43 97 0.52 0.09 0.11 0.26 369 412

69 246 35 30 54 0.67 0.09 0.08 0.14 165 257

70 212 48 62 44 0.57 0.13 0.16 0.12 366 304

71 206 53 42 73 0.55 0.14 0.11 0.19 374 356

72 286 28 28 19 0.79 0.07 0.07 0.05 361 141

73 312 22 17 12 0.85 0.06 0.04 0.03 363 92
74 239 46 37 46 0.64 0.12 0410 0412 368 258
75 229 60 38 38 0.62 0.16 0.10 0.10 365 250
76 246 45 29 42 0467 0.12 0408 0411 362 229
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